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Abstract
The world of work is changing with the separation of work and personal life becoming an
increasing challenge. Advances in technology have facilitated the mobility of work with over
6 billion people having access to a mobile phone which has led to greater demands on the
modern worker which poses a question. What is the relationship between work-life integration
and job satisfaction with regard to stress and employee well-being?

Due to the universal application of the chosen research topic, an industry focus was not chosen
to allow for the collection of generalisable data. Questionnaires were the chosen research
method and were widely distributed among Irish workers. The questionnaire focused
specifically on workers perceptions of work-life integration, the importance of it, the
availability of work-life options and its effect on workers. Additionally, questions in relation
to factors affecting workers job satisfaction were also queried. This study looks at how this
"always on’ attitude affects the modern worker and raises a question as to whether the ability
to work from anywhere has impacted employees’ ability to de-stress and effectively manage
their well-being.

From the evidence in this study the traditional 9-5 working day is no more as technology has
resulted in employees working past their contracted hours and in their personal down time.
Findings from this study indicate that work-life integration can have a positive or negative
impact on workers job satisfaction, stress and well-being. Modern employees require flexibility
in their work-lives in order to effectively manage the crossover between their work and home
responsibilities. The degree to which employees are granted this flexibility influences their
level of job satisfaction, workplace stress, and whether they will take up and engage in well
being initiatives. A second significant finding illustrated the influence of managerial support
on the uptake of flexible working and well-being initiatives. Evidence suggests that employees
require support and encouragement from their managers in order to feel engaging with worklife options and well-being initiatives are viable options open to them and will not depict them
in a negative light to the organisation.

It is evident from the findings that work-life integration has an effect on the modern worker.
Organisations must develop appropriate options and provide workers with support in order for
this effect to be positive rather than negative.
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Chapter One:

Introduction

Chapter One: Introduction
1.1 Introduction and Background to the Study
This chapter provides both the introduction and background of the research study. Today, the
issue and need for work-life balance has become one of the most discussed business concerns
of the modern workplace. Many scholars have undertaken studies to look at its impact and have
written in length about this topic. The emergent of technological advances however, has
resulted in people becoming ‘border crossers’ as they regularly transition between their work
and their personal lives. It is this shift in the structure of the modern workforce which has led
to the evolution of the term to become ‘work-life integration’. Significant analysis of secondary
research has found that although there is a crossover, with regard to the phrases utilised in the
definition of both terms, there is a contrasting difference in their applicability in the workplace.
Work-life balance suggests it is the responsibility of the individual to balance their work and
personal lives. In contrast, work-life integration proposes that it is both the responsibility of
the individual and the organisation to effectively facilitate the crossover between employees
work and home lives. This study therefore aims to explore the concept of work-life integration
in greater detail and examine its relationship and impact on factors such as job satisfaction,
stress and employee well-being.

There is a tendency, for some, to confuse job satisfaction with engagement. Job satisfaction is
defined as a pleasurable or emotional state which results from one’s job experiences (Locke,
1976). An employee does not need to have a sense ofjob satisfaction to be engaged nor do they
have to be engaged to be satisfied in their job. Life satisfaction does however, influence an
individual’s job satisfaction and vice versa (Saari and Judge, 2004). It this inter-relationship
between an employees’ personal and work life, in other words work-life integration, which can
have an impact on their overall job satisfaction.

The workplace is one of the leading causes of stress among workers (Carr et al, 2011).
Globalisation is resulting in employees working longer hours and being put under increased
pressure to complete tasks in a given time period. Although a level of stress can help individuals
stay focused, continued levels of stress can have a negative impact on workers overall health
and well-being. Workers who experience stress in their work-lives seek flexibility in order to
relieve some of the pressure and stress they feel and to regain a semblance of balance. It can

be argued that by organisations embracing and realising workers need for work-life integration,
stress and job satisfaction can be positively influenced.

Employees spend the majority of their time at work or engaging in work-related activities. This
reduces the amount of free time they have available to devote to exercising and looking after
their well-being. Factors such as job-related stress, job control and satisfaction, work-life
balance, and organisational support all impact employee well-being (Ravenswood et al, 2017;
Zheng et al, 2015). Organisations are increasingly recognising the importance of addressing
employee work needs in order to reduce stress and increase their morale and satisfaction.
Supporting employees to effectively manage their well-being can empower them and provide
harmony between their work and personal health. Engaging in employee well-being can not
only benefit the individual but also the organisation.

In looking at the published literature on the topic, there is a gap in relation to the establishment
and emergence of the term ‘work-life integration’. Previous literature has studied in depth the
concept of work-life balance and its impact on employees, however, the application and effect
of work-life integration is under-explored. As the world of work is continuously changing,
organisations need to understand how to facilitate and meet the needs of their employees in
order for them to manage their multiple life roles and to effectively integrate their work and
personal lives in a healthy way.

The chosen research approach for this study is quantitative research in the form of
questionnaires which is discussed in Chapter Three. This approach utilises the philosophy of
positivism. In order to implement the methodology research aims and objectives are established
in alignment with the research question.

1.2 Research Question, Aims and Objectives
Having defined the research problem, the research question has been identified as ‘What is the
relationship between work-life integration and job satisfaction with regard to stress and
employee well-being’. To satisfy this, the following aims and objectives of the study are to:
•

Investigate the relationship between work-life integration and job satisfaction.

•

Explore the concepts of workplace stress and employee well-being.

•

Establish the existence or otherwise of a correlation between work-life integration and
job satisfaction and the impact this has on stress and employee well-being.

In order to address the aims and objectives the chapter content is clearly defined as follows.

1.3 Chapter Content
The chapters that will be highlighted throughout the research study will be outlined in Figure
1.1. This study has six chapters. Chapter One provides an introduction to the study setting out
the key aims and objectives.

Chapter Two analyses the existing literature surrounding the research topic. Beginning with
the definition of job satisfaction and work-life integration, the chapter explores the factors that
impact upon these elements. In addition, workplace stress and employee well-being will also
be examined. Significant studies are introduced to demonstrate existing viewpoints and
attitudes in relation to the topic.

Chapter Three details the methodology used throughout the course of the research study. The
research philosophy of this study is detailed and the basis for deciding on a quantitative
methodology is explained. The secondary and primary methods of data collection are also
specified. Questionnaires were the chosen research design. Additionally, sampling and ethical
considerations for the study are outlined in this chapter.

Chapter Four presents the findings of the questionnaires closed ended questions. The data is
visually illustrated via graphs using excel. Each question is outlined, and responses are clearly
summarised.

Chapter Five analyses the findings of the primary research. The data gathered is presented and
a comparative analysis of the findings versus the literature is performed to understand whether
the findings support the literature, add to it or contradict it, and to identify emergent themes.

Chapter Six identifies the main emergent findings of the research study. The limitations of the
study are identified and some recommendations for further research are proposed.
Recommendations for industry practice are also proposed based on the research findings.

Figure 1.1 Chapter Content

1.4 Conclusion
This chapter served to introduce the topic and summarise the content of the research study.
The following chapter, Chapter Two, reviews the existing literature surrounding the research
topic, aims and objectives.

Chapter Two:
Literature Review

Chapter Two: Literature Review

2.1 Introduction
This chapter will explore existing literature surrounding work-life integration and job
satisfaction as well as stress and employee well-being. This analysis will explore the role of
Human Resources, senior management, and employees in eneouraging the uptake of work-life
integration and its increasing importance throughout the organisation.

This chapter begins by looking at the concept of job satisfaction and work-life integration. A
broad definition of job satisfaction is given as well as the factors that impact it. This is followed
by noted perceptions of work-life integration and analysis is undertaken regarding the various
factors that impact it. In addition, the causes of stress are then diseussed as well as the
advantages of implementing employee well-being initiatives in the organisation.

2.2 Definition of Job Satisfaction
Despite its wide use in literature and in everyday life, there is a lack of consensus regarding
the definition of job satisfaction (Aziri, 2011). Saari and Judge (2004) state that employees
have certain attitudes towards aspects of their job, career and organisation, the most important
being job satisfaction. Locke (1976:1304) suggests that job satisfaction is:

A pleasurable or emotional state resulting from the appraisal of one’s job or job
experiences.

Tietjen and Myers (1998) further suggest that managers play a critieal role in influencing the
manner in whieh an employee will be motivated and find job satisfaetion. Judge and Watanabe
(1993) propose that job satisfaction is a balance of work inputs, the individual’s investment in
the role, and work outputs, what is received in return. The more outputs an employee receives
in relation to their contribution to the organisation the more satisfied they are in their role
(Judge and Watanabe, 1993). A study undertaken by Judge and Watanabe (1993) also
discovered that life satisfaction influences job satisfaction and vice versa. This is due to spill
over from one’s personal life into their work life, and from their work life into their personal
life (Saari and Judge, 2004). As a result, dissatisfaction from an individual’s job can have an

impact on their psychological well-being and life satisfaction (Saari and Judge, 2004). Baptiste
(2008:292) further suggest that job satisfaction is:

Determined by individual's perceptions of their total job situations, including the
physical work environment, the terms and conditions of their employment and the
degree to which they are given autonomy, responsibility, authority and empowerment
in their job.

Job satisfaction represents a complex issue facing managers in the management of their
employees, although it is influenced by various organisational factors, it remains internally of
how the employee feels (Aziri, 2011).

2.2.1 Factors that impact Job Satisfaction
Researchers agree that job satisfaction is conceptually important in organisations and elicits
various organisational and individual outcomes (Origo and Pagani, 2008; Davis, 2004). The
importance of job satisfaction has been largely emphasised because of its positive effects on
job performance, organisational performance, retention, and customer satisfaction (Lu et ai,
2016). George and K.A(2015) proffer that factors impacting job satisfaction can be categorised
into two groups: intrinsic and extrinsic. Extrinsic factors include pay, hours of work, security,
the work itself and working conditions. In contrast, intrinsic factors include recognition, career
advancement, personality, and interesting work (George and K.A, 2015). Savery (1996)
highlights how managers continually concern themselves with the effect pay has on job
satisfaction or job dissatisfaction, overlooking the importance of intrinsic motivators such as
recognition, feeling of achievement, and challenging work. In addition, Lambert and Hogan
(2009) suggest that a job is seen as more than a source of monetary gain. The workplace is
where individuals seek to satisfy their social, emotional and psychological needs (Lambert and
Hogan, 2009). Lack of job satisfaction results in increased levels of absenteeism, and reduced
levels of productivity and organisational commitment (George and K.A, 2015). Dole and
Schroeder (2001) suggest that employees who experience moderately low job satisfaction tend
to change work positions. In a study undertaken by Lambert and Hogan (2009) it was
discovered that job satisfaction and organisational commitment had an inverse relationship
with turnover intent. The higher the feeling of job satisfaction and organisational commitment,
the lower the level of staff turnover. It is further suggested that job satisfaction has a positive

impact on organisational commitment (George and K.A, 2015; Lambert and Hogan, 2009).
Lund (2003) proffers that organisational culture has an impact on job satisfaction. In a study
undertaken it was discovered that clan and adhocracy cultures, whieh promote mentoring,
innovation and flexibility, elicit a higher level of job satisfaction among employees than market
and hierarchy cultures, which emphasise competition, bureaucracy and goal achievement
(Lund, 2003). Testa and Mueller (2009) further report that employees are more satisfied when
working with colleagues who are perceived as having similar attitudes to them. Job satisfaction
can be negatively impacted when workers feel ‘different’ to those they work with (Testa and
Mueller, 2009).

Lu et al. (2016) suggest that a significant relationship exists between position differences and
an employees' overall job satisfaction and commitment to their organisation, indicating that a
higher-level position is associated with a stronger identification and commitment to the
organisation. Those in supervisor positions are perceived to have higher job satisfaction due to
the opportunity for career development and planning, as well as being equipped with career
competencies which reduce career uncertainties while reinforcing job satisfaction. In addition,
the higher rate of pay, rewards and career opportunities supervisors receive is considered to
directly contribute to greater job satisfaction compared to line-level employees. A supervisor’s
job satisfaction is reported to be influenced by the work environment and the work itself, while
line-level employees’ job satisfaction is primarily influenced by work environment,
relationship with other workers and compensation. Extrinsic rewards may serve as a critical
factor influencing a supervisor’s job satisfaction, while the absence of intrinsic rewards may
damage line-level employees’ job satisfaction (Lu et al., 2016).

Jin et al. (2016) propose that active followership has been linked to increased levels of
employee well-being, job satisfaction, organisational commitment and reduced levels of
turnover. Employees who exhibit active followership are those who take initiative in their work
and gain satisfaction through their own motivation. Active followership can result in increased
job satisfaction as it fulfils individual’s personal needs by providing companionship and
satisfies their social needs. It also provides personal growth resulting in inereased self-esteem
by helping employees perform more efficiently and effectively. Followers who are actively
engaged in their work are more likely to believe that their work is meaningful and worth their
extra effort. However, active followers who are highly engaged in their work conveyed
stronger job satisfaction when performance orientation in their organisation was low. This is
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because by organisations having a high emphasis on performance it may undermine the many
work activities performed by employees that are not considered a part of the performance
appraisal. Through managers knowing who their followers are and their level of followership
skills will help ensure their success in sustaining job satisfaction levels among employees. By
identifying those whose followership skills are low, managers will be better equipped to focus
on those who require guidance and supervision in order to increase their job satisfaction (Jin et
al., 2016).

Testa and Mueller (2009) proffer that factors such as age, gender and tenure can impact job
satisfaction. It is reported that job satisfaction increases with age. This is due to younger
workers placing increased significance on intrinsic rewards compared to older workers who,
due to greater experience and seniority, feel more fulfilled in their positions. It was further
suggested that women are satisfied in jobs in which they can communicate with people in a
supportive and co-operative way, while men value assertion, self-expansion, and achievement.
More experienced employees also report higher levels of job satisfaction than inexperienced
workers. This is due to experienced workers syncing to the values of the organisation over time
(Testa and Mueller, 2009). Origo and Pagani (2008) note that flexibility also influences
workers well-being and job satisfaction. Factors such as employee involvement, autonomy,
and teamwork have a positive impact on both intrinsic and extrinsic job satisfaction. Dole and
Schroeder (2001) further propose that employees tend to exhibit higher levels of job
satisfaction when their level of decision-making authority increases resulting in lower turnover
intentions. In contrast, the positive effect of functional flexibility decreases with age due to
different perceptions of value among employees of different age cohorts. Firms desiring to use
flexible working strategically should consider that different forms of flexibility elicit different
effects on job satisfaction (Origo and Pagani, 2008).

2.3 Evolution of Work-Life Integration
Hogan and Hogan (2007) suggest that work is a central part of an individuaPs life but there is
more to life than work. Prior to Industrialisation an individual’s work and personal life were
highly integrated. This was due to people working in small communities close to home. The
move towards a more industrial society significantly changed the world of work as work-life
became a low priority (Hogan and Hogan, 2007). Today, the issue of work-life balance has
become one of the most discussed business concerns of the 21 ^ century (Harrington and Ladge,
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2009). Delecta (2011) prot'fers that work-life balance is an individual’s ability to manage their
work and family obligations. People are “border-crossers” who regularly transition between
their world of work and their world of family (Clark, 2000). These two worlds can differ in
language, the standard of acceptable behaviour, their overall purpose and their culture (Clark,
2000). Gregory and Milner (2008) further suggest that work-life balance is the degree to which
an individual is equally involved in and equally satisfied with their work and family life. Hogan
and Hogan (2007) discuss the same eoncept, referring to it as work-life integration. Work and
family systems, although they are different, are intereonneeted (Clark, 2000). The aim of worklife integration is to have a satisfying life that includes aspeets such as work, love and play;
that combines a range of life activities with attention to personal and interpersonal development
(Hogan and Hogan, 2007). Sanseau and Smith (2012) further describe work-life integration as
the eombination of competing life domains of work and family responsibilities.

The term work-life balance originally only included aspects such as employee’s salary, hours
of work, and working eonditions, however, it has now evolved to include areas such as job
satisfaction, employee engagement and productivity (Yashik, 2014). Gregory and Milner
(2008) suggest that the phrase ‘work-life balance’ transferred the responsibility of managing
one’s own home and work life onto the employee, rather than the employer and employee
sharing equal responsibility. It is this shift from being solely an employee issue to an
organisation wide concern that has resulted in the term evolving to become ‘work-life
integration’ (Sanseau and Smith, 2012; Harrington and Ladge, 2009).

2.3.1 Factors that Impact Work-Life Integration
Various factors impact work-life integration. Technology is one sueh factor (Adisa et al, 2017;
Harrington and Ladge, 2009). Teehnologieal advances have not only allowed more flexibility
to workers but have also facilitated a significant change in the modern working world (Holden,
2017; Parigi and Ma, 2016). One such change is the growing trend towards a gig economy,
where an individual need only access to a mobile phone or laptop, and an internet connection
to take part (Holden, 2017). Parkinson (2017) highlights the damaging nature of this type of
employment which can impact self-esteem and overall well-being. This is largely due to the
lack of benefits for employees such as sick pay, holidays and insurance; and the stressful rating
system in place providing constant feedback to workers (Parkinson, 2017). O’Connor (2017)
highlights the dangers assoeiated with the gig eeonomy including isolation and stress as
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although the promise of flexibility is a powerful attraction to this type of work, the benefits do
not outweigh the risks. For example, Uber does not currently limit the number of hours drivers
can work, and although they send a message to people who have been driving for a prolonged
period of time to remind them to take breaks, Uber is not aware of drivers who have worked a
full day elsewhere before logging on to their system. Demand for services such as fooddelivery also peak when weather conditions are most hazardous as people often order takeaway
when it is cold and wet, resulting in dangerous cycling conditions for bike riders in the industry.
In addition, Kevin Daniels, a professor of organisational behaviour, notes how isolation can be
harmful to health as social relationships are crucial to well-being. This is an issue as one of the
defining features of the gig economy is the lack of human interaction as communication is
achieved primarily through the app (O'Connor, 2017). It was further suggested that companies
outsourcing labour possess no duty of care to their workers. This is demonstrated in the case
of a delivery driver for Hermes being let go and told “parcels come firsf after he left during
his shift due to the premature arrival of his baby (Parkinson, 2017). There are growing concerns
over the lack of benefits and employment rights afforded to gig economy workers which is
ultimately putting a strain on their overall well-being (O'Connor, 2017). Tausig and Frenwick
(2001) highlight the negative effects of shift work on well-being due to difficulties in
scheduling personal and family activities. O’Connell (2017) further notes the harmful nature
of shift work as it disrupts the internal body clock due to eating and sleeping at irregular times
which impacts overall well-being.

Although technology has given workers the opportunity to engage in more flexible working
arrangements, the line between work and personal life has been blurred in the process (Diaz et
al., 2012; Harrington and Ladge, 2009; Hogan and Hogan, 2007). The continuous advancement
of technology has changed not only the way work is done but also the structure of workers non
work lives (Adisa et al, 2017). The United Nations (UN) undertook a study in 2013 in which
it was reported that an estimated 6 billion people have access to a mobile phone and the global
mobile workforce is expected to increase from 1.32 billion in 2014 to 1.75 billion by 2020
(Adisa et al, 2017). The use of smartphones has led to employees bringing work home with
them ultimately putting a strain on their ability to disconnect and destress at the end of the day,
resulting in a negative impact on job satisfaction and employee performance (Ravenswood et
al, 2017; Diaz et al, 2012). This constant availability for both work and personal duties is
integrating the border between work and non-work domains (Adisa et al, 2017). In addition,
with organisations operating globally employees are working longer days and unstructured
13

hours which is seeping into their down time (Forbes, 2012). This may take the form of
answering emails, dealing with business related issues during non-work hours, and not taking
allocated holidays resulting in increased levels of stress among employees (CIPD, 2016). Adisa
etal. (2017) outline how the ability to work from any location is leading to employees working
extended hours to that of their contracted hours, as a result, creating an imbalance between
their work and non-work lives. Mobile technology is diverting their attention away from their
personal life aetivities as they temporarily operate in work mode. As a result, the family domain
has changed from one of a place of refuge and leisure, where the worker is free from work
pressures, to an extension of the office desk preventing the worker from taking time to destress
(Adisa et al., 2017).

2.4 Stress Among Employees
The workplace is one of the greatest causes of stress (Carr et al, 2011). Stress is becoming
even more prevalent throughout the workforce and is a leading eause of absenteeism in the
workplace (CIPD, 2017a; Hogan and Hogan, 2007; Baptiste, 2007; Saari and Judge, 2004).
Chiang et al. (2010), note how if left unchecked, continued levels of stress ean have a negative
impact on both the well-being of the individual and the organisation. Stress is a growing
problem in organisations with reports of a proven correlation between stress and poor health
(Carr et al., 2011). Noor and Maad (2008) undertook a study in which they found that
employees who experience stress in their work are more inclined to quit their job than those
who do not. Halpern (2005) proposes that stress occurs among employees when there is a
conflict between job demands and the demands of external responsibilities. It is further
suggested that workers who experience this conflict seek flexible working arrangements
elsewhere in order to balance family commitments and the ability to appropriately perform
their job (Halpern, 2005). Chiang et al. (2010), describe stress as a reaction brought about by
stressors in the working environment. When stress is working properly it can help individuals
to stay focused and sharpen their concentration, however beyond a certain point stress stops
being helpful and starts causing damage to workers overall health (Carr et al., 2011). Tarim
(2014) highlights that although it may sometimes be necessary to stay at the office late, it is
important for managers to inform their employees that it should not be a regular oceurrence. If
working late becomes the nonn employees will experienee burnout resulting in them leaving
the organisation in favour of a position that provides increased work-life balance (Tarim,
2014). Previous studies have placed significant emphasis on individual coping mechanisms to
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stress rather than on organisations and how they ean effeetively alleviate stress among the
workforee (Chiang et al, 2010). It is the job of business leaders and managers to identify and
manage stress among employees (Carr et al., 2011). In a survey eondueted by the Chartered
Institute of Personnel and Development (2017a) they diseovered that line managers play a
critieal role in managing employee absenees, but there is a laek of training and support provided
to address this issue. A stress-free environment is almost impossible to aehieve but that does
not mean stress should beeome a neeessary evil that workers must merely tolerate (Carr et al,
2011). Redueing stress in the workplaee ean eontribute to the inerease in employees’ quality
of work-life and organisational sueeess, therefore it makes good business sense to pursue stress
prevention praetiees (Carr et al, 2011).

By organisations ignoring workers need for flexibility due to the pereeption of inereased eosts,
they are ignoring the opportunity eost assoeiated with stressful working eonditions resulting in
a hostile working environment and redueed perfomianee (Halpern, 2005). Workers being given
the opportunity to work redueed hours, or take family-related leave, ean result in redueed
employee turnover and redueed stress (Halpern, 2005). Harrington and Ladge (2009) further
suggest that by organisations evaluating the quality of employees work rather than hours spent
at the offlee ean ereate a more aeeepting eulture of flexible working. Embraeing work-life
integration resulting in redueed stress ean have a positive impaet on job satisfaetion and
performanee (Baltes et al, 1999). Adisa et al. (2017) further outline the importanee of
organisations proactively encouraging employees to ‘switch off from their work in order to
allow themselves to rest and spend time engaging in non-work activities.

2.5 Flexible Working in the Workplace
According to Nicholas Bloom, a professor at Stanford University, the five-day working week
began because employees had to make products in a factory (CIPD, 2017b). It was further
suggested that organisations that are continuing to treat their workers like this are finding
themselves at a disadvantage as workers now require some form of flexibility (CIPD, 2017b).
Ben Willmott, ClPD’s Head of Policy, is of the opinion that flexible working results in issues
with career progression as flexible working normally involves working flexi-time or part-time
which can be restrictive and hinder progression (CIPD, 2017b). There is also an on-going
traditional view that conventional promotions determine a worker’s success and those who
engage in flexible working or work-life integration are not “successful” (Harrington and Ladge,
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2009). Ravenswood et al. (2017) forwards that women are judged more harshly than their male
colleagues when opting for flexible working as they are perceived as being less committed.
Hays Ireland (2017) undertook a study in which it was shown that 75% of women were of the
opinion that flexible working would limit their career progression. This is in contrast to 64%
of men who believed that choosing to engage in flexible working would have a greater impact
on their own career (Hays Ireland, 2017).

Employees in managerial positions also find engaging in work-life initiatives difficult due to
the perception that they must do everything necessary to ‘get the job done’ (Gregory and
Milner, 2008). Ravenswood et al. (2017), highlight how the needs of others is prioritised by
managers, in both their personal and professional life, over that of their own health. It was
further suggested that the flexibility provided to managers and business owners can have a
negative impact on their health due to the long and varied hours associated with such positions
(Ravenswood et ai, 2017). McCarthy et al. (2012), further suggest that employees are reluctant
to engage in work-life integration if their manager or organisation are not seen to encourage
them doing so. Previous literature outlines how offering family-friendly policies, workers
having increased control over their own schedules, and having open communication between
managers and employees results in workers feeling valued and supported in their roles, as well
as having a positive impact on employee well-being (Dickson-Swift et ai, 2014; Morgan
McKinley, 2014; McCarthy et al, 2012; Tausig and Fenwick, 2001). The European Working
Conditions Survey demonstrates a positive correlation between well-being and workers being
able to take a couple of hours off during the work day to attend to personal or family matters
(O’Connor, 2017). Companies are becoming innovative in their flexibility options with the
newest trend being the introduction of “pawternity leave’' which allows workers a week of paid
leave to look after their new pet (Fleckney, 2018). The introduction of such a policy has been
met with mixed reactions among practitioners but the recognition of how strongly workers feel
towards their pets can in turn increase their productivity (Fleckney, 2018). Human Resources
are a driving force behind the support of such flexibility (Morgan McKinley, 2014; McCarthy
et al, 2012). As noted by Morgan McKinley (2014), a J.P Morgan Chase study found that 95%
of employees working in an environment where the manager is understanding of work and
personal life, and acknowledge the need for informal flexibility, feel driven to exceed
expectations. In comparison to 80% of employees working in an environment where the
manager does not acknowledge the need for informal flexibility (Morgan McKinley, 2014).
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Few organisations have included the notion of flexibility in the strategic planning of the
business, instead delegating it to managers to exercise their own judgement (CIPD, 2017b).
Appropriate training of managers in work-life policies is needed in order to inform them of the
impact they can have on the organisation by encouraging flexible working, resulting in a
positive influence on the uptake of work-life programs and employee morale (Hays Ireland,
2017; Rani et al, 2011). In a study undertaken by Alimo-Metcalfe et al. (2008) they found that
managerial engagement is not only a predictor of organisational performance but also
positively affects job satisfaction, employee well-being and reduces the level of stress among
employees.

2.6 Employee Well-being in the Context of the Organisation
Work and the working environment have become widely recognised as contributors to
employee health and well-being (Dickson-Swift e/a/., 2014; Joyce et al., 2012). In the modern
working world where globalisation is increasing, a greater burden is placed on workers in the
delivery of goods and services which in turn, is having a negative effect on the health and well
being of the workforce (Baptiste, 2008). Factors such as job-related stress, degree of job
control, job satisfaction and work-life balance, and organisational support influence employee
well-being (Ravenswood et ai, 2017; Zheng et al., 2015). Baptiste (2008:291) describes
employee well-being as:

The physical and mental health of the workfot'ce. That is, employees should he working
in a stress-free and physically safe environment.

In recent times organisations have increasingly recognised the importance of addressing
employee work-life needs as an organisational strategy to talent management and managing
employees stress and morale (Friedman and Westring, 2015). According to Dickson-Swift et
al. (2014), small changes in workplace practices can result in a positive improvement on health
for workers and their families. Khoreva and Wechtler (2018) highlight how researchers have
begun to focus more on the effect that HR practices have on employee well-being. Well-being
can be divided up into three principal dimensions: social, physical and psychological well
being. While HR practices are beneficial for psychological well-being and social well-being,
organisations need to find a balance between utilising rules and procedures and giving
employees the freedom to innovate and to adapt to changes. Psychological and physical well-
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being can be achieved when employees work in a friendly, stress-free environment resulting in
increased productivity. In addition, employees seek employment which can assist them in
achieving social well-being as employees spend a large portion of their lives at work. In order
for organisations to promote social well-being, they must create a working environment which
fosters contentment, which allows employees to flourish and to work to their full potential
which will benefit both themselves and the organisation. Organisations can achieve sustained
employee well-being when they choose to invest in different dimensions of HR practices which
elicit the desired outcomes (Khoreva and Wechtler, 2018). Therefore, the fundamental
principle outlined by HR policies and practices are that all workers have the opportunity to
make the best contribution to their organisation while experiencing a safer, more satisfying and
healthier working life (Baptiste, 2008).

It was further suggested that organisations are reluctant to implement well-being initiatives due
to the perception that their sole responsibility lies with worker safety and not worker health,
creating a barrier for employees to engage in work-life initiatives (Dickson et al, 2014).
However, Sharma et al. (2016) suggest that satisfying the needs of employees would assist
organisations to achieve their objectives. Morgan McKinley (2014) state that there is an
increasing number of organisations applying flexible working with the positive impact on
employee well-being reducing the associated risks. Baptiste (2008) reports how innovative
companies have invested in the well-being of their employees and are now experiencing the
benefits as organisational well-being is increasingly recognised as an important indicator of
organisational success. CIPD (2017c) highlights Cornwall Council as an example of an
organisation that has implemented a successful health and well-being program. Cornwall
Council take a top down approach by encouraging everyone from senior managers to
employees at all levels to engage with the initiative. Staff are trained to act as supporters of
well-being and volunteers are allocated 20 hours a year to devote time to communicating well
being throughout the organisation. As a result of the health and well-being program there has
been a reduction in the number of absences per year, as well as a boost in employee engagement
(CIPD, 2017c). As noted by CIPD (2017:33), Cornwall Council further suggest that
implementing such a program shows that:

We 're a place where people want to work and we prioritise health and wellbeing not
because we have to - but because we want to.
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Employers are now realising the value and benefit that can be achieved by incorporating
workplace health and well-being initiatives (Baptiste, 2008).

Another company which has implemented well-being initiatives is Laya Healthcare who
provide services such as fitness classes, and seminars educating their staff on life and financial
wellness (Laya Healthcare, 2018). Prior well-being research has focused on the individual
context in terms of well-being and has lacked the incorporation of the organisations impact on
employee well-being (Ravenswood et ai, 2017). Prior research highlights how employees who
experience high levels of stress and intense pressure in their roles are more likely to cut corners
on quality control, abuse or lie about sick days and make lower overall contribution to the
organisation (Sharma et al., 2016). Rowsome (2012) report that work-life programs result in
lower feelings of stress and higher levels of improved health. Work environments with high
psychological demands are reported as having a negative impact on employee health and well
being (Zheng et al, 2015). Being more involved in improving employees' well-being can not
only benefit the organisation by becoming an employer of choice but also lead to reduced
absenteeism and increased productivity (CIPD, 2016). Employees who experience high levels
of employee well-being are more likely to feel in control and stay with the company for longer
periods, resulting in the relationship between their commitment to the organisation and their
performance to be much stronger compared to those with poorer levels of employee well-being
(Sharma et al, 2016). Directing organisational resources into developing employees’
knowledge of their well-being can effectively empower individuals to manage their multiple
life roles (Friedman and Westring, 2015). Adisa et al (2017) suggest that an employee's best
interest is being served when they have a balanced life. A happy individual is a happy
employee, a happy employee is more productive, and ultimately, a more effective contributor
to the organisation (Tarim, 2014). By evaluating employee well-being at work in terms of
improved productivity, reduced sickness and absences and other organisational benefits can
effectively assist in the achievement of sustained organisational, employee and societal well
being (Baptiste, 2008).

2.7 Conclusion
This chapter has outlined the current literature surrounding the research topic. Literature was
examined from a variety of viewpoints, identifying definitions of job satisfaction and the
evolution of the tenn work-life integration, the known factors that affect work-life integration
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and job satisfaction as well as the perceived advantage and disadvantages of stress and well
being among employees. Having reviewed the literature, it is arguable that there is a
relationship between the above entities, however empirical research has yet to link them and
define this relationship. In addition, previous literature has explored in depth the concept of
work-life balance and its relationship with other entities however, a gap exists in relation to
researching the recent emergence of the term work-life integration. The aim therefore of this
research, is to explore in an Irish context the connection between work-life integration and job
satisfaction and whether that impacts upon stress and employee well-being. The next chapter.
Chapter Three, will discuss the chosen methodology for this study.
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Chapter Three: Methodology
3.1 Introduction
This chapter outlines the research methodology that was used for the purpose of this research
study in relation to the research aims and objectives. In this chapter the research approach will
be outlined. First the research process will be summarised. Second the research question will
be recognised followed by a discussion of the research design and chosen research method,
with research methodology then proceeding. Finally, a discussion of ethical, reliability and
validity issues will be highlighted.

3.2 The Research Process
It is important before discussing the details of research methodology to first present a brief
overview of the research process. The research process consists of a series of actions that are
necessary to effectively carry out research (Kothari, 2004). Figure 3.1 illustrates the research
process.

Figure 3.1 Research Process
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The order of related activities provides a useful procedural guideline regarding the research
process (Kothari, 2004):
1. Fonnulating the research problem
2. Review previous literature
3. Develop the hypothesis
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4. Prepare the researeh design ineluding detennine sample design
5. Colleet the data
6. Analyse the data
7. Interpret and present results

This diagram is one of many flow eharts for guiding research. This flow chart identifies
hypotheses and the testing of same however, for the purpose of this research the formulation
and analysis of hypotheses will not be utilised. The other steps in the process are relevant and
will therefore act as a guide for this research study.

3.3 The Research Question and Aims and Objectives
It is necessary to first define the research problem in order to provide a reason for conducting
the researeh. The problem will generate the aims and objectives, determine what type of data
needs to be collected in order to investigate the components of the problem and the type of
analysis that is suitable to draw conclusions and provide answers to the problem (Walliman,
2011). The type of information collected and how it is analysed depends on the nature of the
research problem. Tully and Hawkins, (1990:45), propose that defining the researeh problem
is;

The most critical part of the research process and unless the problem is properly
defined, the information produced by the research process is unlikely to have any
value.

The research problem in this study is derived from the shift in focus from workers having a
work-life balance to that of engaging in work-life integration. In addition, while there has been
extensive research in the area of work-life balance, it is evident that a knowledge gap exists in
relation to the exploration of the emergence of work-life integration and its relationship with
other entities.

Having defined the research problem, the research question has been identified as ‘What is the
relationship between work-life integration and job satisfaction with regard to stress and
employee well-being’. To satisfy this, the following aims and objectives of the study are to:
•

Investigate the relationship between work-life integration and job satisfaction.
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•

Explore the concepts of workplace stress and employee well-being.

•

Establish the existence or otherwise of a correlation between work-life integration and
job satisfaction and the impact this has on stress and employee well-being.

In order to satisfy the research question, aims and objectives the research design needs to be
established to ensure accuracy in the implementation of research methods.

3.4 Research Design
Each type of research design has various research methods that are used to collect and analyse
the data that is generated (Walliman, 2011). For the purpose of this research study, the research
design will centre upon correlation. Walliman (2011) notes that this design examines the
relationship between two concepts in which the correlation between the two can either be none
(no correlation); positive (an increase in one results in an increase in the other or vice versa);
or negative (increase in one results in the decrease in the other or vice versa). In relation to this
research, data will be analysed to identify if there is a connection between work-life integration
and job satisfaction.

When undertaking a research study, understanding the philosophy of research supports the
choices and decisions made. Choosing a methodology implies the use of certain rules and
procedures which guide the collection and interpretation of data. The philosophical direction
is therefore imperative as it helps clarify the research design. Saunders et al. (2000) developed
the research onion to describe the stages which formulate an effective methodology as
illustrated in Figure 3.2. The benefit of the research onion includes its creation of a series of
stages under which the different methods of data collection can be understood (Saunders et al.,
2000).
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Figure 3.2 Research Onion

The research philosophy chosen for this study is positivism, the research approach is that of
quantitative and the research strategy chosen is surveys.

Positivism is often termed the traditional or quantitative paradigm. Positivism is based on the
acceptance that the world around us is real and that we can find out about these realities
(Walliman, 2011). In the positivist approach the researcher assumes the role of an objective
analyst, making unbiased interpretations of the data collected (Saunders et al, 2000).
Positivism adopts a quantitative approach to investigating experiences (Crossan, 2013). The
positivistic view embraces the knowledge that the social world exists externally and that its
properties should be measured through objective methods, not gathered subjectively through
reflection or intuition (Easterby-Smith et al. 1991). Positivists seek to break social phenomena
into quantifiable variables that can be studied through causal analysis in order to develop
theories that predict future observations (Gill and Johnson, 1991). Positivism requires the
search for facts and causes through methods such as survey questionnaires to produce
quantitative data to allow for the collection of statistical information to prove or disprove the
relationship between variables.

As the identification of the research design has been established it is important to recognise the
methods used for the implementation of the design.
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3.4.1 Secondary Research
Walliman (2011) suggests the purpose of doing research is to produce new knowledge or
understanding of a subject, therefore it is essential to know what the current literature is saying.
In addition, Dawson (2009) refers to secondary research as the collection of data from studies
that other researchers have conducted in the chosen subject area.

To determine a theoretical base for this study, secondary research was undertaken. This
research was in the form of a literature review. Cameron and Price (2009) define literature as
the body of knowledge that is available to you which comes from various sources in a range of
formats. The literature used for this study came from various sources including: journal articles,
industry studies, newspaper articles, and books. Much of the research was accessed online
through online sources such as Google Scholar. Library access was also used to provide a
theoretical foundation of the topic.

The purpose of this was to define the research question and gather information surrounding the
key aspects of the research topic:
•

Work-life integration

•

Job satisfaction

•

Factors that impact job satisfaction

•

Factors that impact work-life integration

•

Stress

•

Well-being

Secondary data has been chosen for the purpose of this study as it is readily available,
inexpensive to obtain, it can be studied over a longer period of time, and the use of the internet
and online resources make it time and cost effective. Walliman (2011) suggest an advantage of
using secondary data is that it has been created by teams of expert researchers with extensive
resources beyond the means of those available to a student. Secondary data can also be used to
compare with primary data the researcher has collected in order to triangulate the findings and
put the data into a broader context.

There are however disadvantages associated with using secondary data. Data you collect
yourself will be collected with a specific purpose: to answer the research question proposed
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and to meet the objectives outlined. Unfortunately, the purpose the secondary data was
collected for may not match or relate to this specific research focus. It is also important to note
that published information on the internet may also be misleading or incorrect (Dawson, 2009).
In addition, although many data sources are free, where data has been collected for commercial
purposes it may be difficult to access them (Walliman, 2011).

In addition to secondary data, primary research will be collected to verify and validate
arguments for this study.

3.4.2 Primary Research
Primary research involves the study of a topic through first-hand observation and investigation.
Without this type of recorded data, it would be difficult to make sense of anything but the
simplest phenomena and have the ability to communicate the facts to others (Walliman, 2011).
Conducting primary research allows for the collection of data to address a specific issue or to
find out more about a particular topic. Primary data can provide information about any aspect
of life or our surroundings (Walliman, 2011). The collected data can be examined and
interpreted based on the needs and requirements of the study rather than relying on the
interpretation of a researcher from secondary data.

Primary data however, can come with disadvantages. Collecting primary data can be time
consuming in comparison to secondary data and may not always be possible (Walliman, 2011).
It can be costly both in monetary terms and time allocation to organise large surveys and other
studies for the researcher and participants. In addition, it can be difficult and not always
possible to gain access to the subject of the research. There is also a possibility that feedback
provided by participants is incorrect, therefore making the data collected unreliable and
inaccurate.

For the purpose of this study, the primary research will not have an organisational focus. The
reason for this is the topic being researched can be applied universally across industries and
sectors. The lack of organisational or industry focus will allow for the collection of
generalisable data.
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Primary data collection can be qualitative or quantitative depending on the point of view the
study is eoncerned with.

3.4.3 Quantitative and Qualitative Data
There exists a fundamental differenee between two types of data: Qualitative and Quantitative.
It is in the data collection and analysis that the main difference lies (Walliman, 2011). In
qualitative researeh the definition of concepts and the investigation process will be more
tentative and explorative than that of quantitative researeh. Qualitative research involves verbal
descriptions of real-life situations, opinions and feelings rather than numbers (Silverman,
2015). It is inductive in nature with the primary purpose being to allow researeh findings to
emerge from raw data without the restraint imposed by structured methodologies (Thomas,
2006). Qualitative research continues until satisfactory evidence is collected to support the
developed theory which can lead to the drawing of eonclusions and finalising research
(Walliman, 2011). Most commonly the topic or issue under study is not sufficiently understood
in order to determine specifically what data should be collected, therefore repeated data
collection is required to allow for further investigation based on what has already been seen,
answered and recorded (Walliman, 2011). Data collected will be specific to an individual's
beliefs and opinions consequently, although the data cannot be generalised to a larger
population, it can be transferable to other settings. Qualitative research seeks to determine how
social experience is ereated and gives meaning. There are certain limitations to the use of
qualitative data, due to time constraints samples are not drawn from large-scale data sets. In
addition, because of its subjective nature and the central involvement of the researcher in the
generation of data it is not possible to replicate qualitative studies.

Quantitative research is based on the measurement of quantity or amount and involves the
analysis of the relationship between variables (Silverman, 2015; Kothari, 2004). It is objeetive
in nature. Quantitative researeh is the investigation into a social or human problem based on
the testing of a theory composed of variables, measured with numbers and analysed with
statistical procedures to determine whether the theory holds true or not (Naoum, 2007).
Quantitative research is used to find out facts about a concept or to eollect factual evidence to
study the relationship between these facts. Walliman (2011) suggests the primary purpose of
quantitative research is to;
•

Measure
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Make comparisons
Establish relationships
Test theories
Construct concepts
Explain

Quantitative data is not abstract and is based on hard and reliable data collection (Naoum,
2007). It can be used to make generalisations and is associated primarily with strategies of
research such as surveys, experiments, questionnaires and observations. Data collected
assumes the sample is a representation of the population. Quantitative data can be measured,
more or less accurately, because it contains some form of magnitude, usually expressed in
numbers (Walliman, 2011). It is argued that quantitative research is unable to capture the
subject's perspective because it relies on more remote methods of data collection, however
quantitative data is based on measured values which are seen to be objective and rational as
they can be checked and replicated by others.

To satisfy the undertaking of primary research, it has been established that quantitative methods
will be implemented to carry out the research. The chosen method for applying quantitative
research is through questionnaires. This method has advantages and limitations associated with
it and these have been explored as part of the justification for selection.

3.5 Questionnaires
Questionnaires are a particularly suitable tool for gathering quantitative data and are arguably
the most common method of acquiring data (Hunter, 2012). Chisnall (1991:18) defines
questionnaires as;

A method of obtaining specific information about a defined problem, so that the data
after analysis and interpretation, result in a better appreciation of the problem.

Saunders et al. (2000) further define questionnaires as a method of data collection in which
each respondent is given the same set of questions in a predetermined order to respond to.
Walliman (2011) suggests that using a questionnaire gives the ability to organise the questions
and receive responses in a timely manner. This method of data collection is very flexible and
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has the advantage of having a structured format, it is easy and convenient for respondents and
is quick to administer to a large number of people. There is also no personal influence of the
researcher providing reliability and validity to the results. A questionnaire exploring an
individual’s attitude to work could provide a rich source of qualitative data, about the
aspirations and opinions, but can also provide useful quantitative data about level of skill and
commitment (Walliman, 2011). Information obtained from a questionnaire typically falls into
one of two categories: facts and opinions. Factual information requires the respondent to reveal
direct information such as age and gender. Information based on the opinions of respondents
requires them to reveal information centred on their feelings, thoughts or beliefs, to weigh up
alternatives in a way that calls for judgement rather than the reporting of facts (Denscombe,
2014).

Questionnaires are the chosen method of research. This method is appropriate for this study as
questionnaires are at their most productive when; used with a large number of respondents in
different locations, the information required is of a non-sensitive nature, there is a requirement
for standardised data from identical questions without requiring face to face interaction
(Denscombe, 2014). Questionnaires can supply a considerable amount of research data for a
relatively low cost in terms of material, time and money. The questionnaires will be distributed
through an online source. Survey Monkey, therefore the need to arrange specific times and
dates for meeting with participants is not required. This is in contrast to conducting in-depth
interviews. All participants are presented with standardised answers to the same set of
questions. This has a positive impact on the respondents as they are not required to think of
detailed answers to questions, instead they are simply required to pick one or more answers
that have been predetermined.

There are however limitations associated with the use of questionnaires. Pre-determined
answers may not satisfy respondents thoughts or feelings towards a particular subject matter
and may therefore deter them from answering the question. Questionnaires also offer little
opportunity for verification of the truthfulness of respondents’ answers. In addition, although
questionnaires are objective in nature, there is a level of researcher imposition meaning that
the researcher makes assumptions as to what is and is not important when developing the
questionnaire, therefore something that is of importance may be missing (Ackroyd and Hughes,
1981). To overcome certain limitations, it is necessary to include short, simple to follow
question structures which are worded in a manner that minimise respondent interpretations.
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Utilising Survey Monkey allows for data aecuraey through automating the data entry proeess.
This effeetively eliminates the possibility of human error. When data has been colleeted it ean
then be quantified and eompared and contrasted to produce research findings.

Having justified the reasons for utilising questionnaires, to determine the accuracy and
validation of the questionnaire, sampling must be carried out in order to define the study
population.

3.5.1 Sampling
It is not possible to gather all of the primary data that could be relevant to the particular study,
therefore obtaining data from a sample must suffice (Hackley, 2003). Sampling enables the
reduction in the amount of data needed by considering only data from a sub-group (Saunders
et ai, 2000). It is generally accepted that conclusions reached from a study of a large sample
are more convincing than those from a small sample, however the preference for a large sample
must be balanced against the practicalities of the research resources such as time, effort and
money (Walliman, 2011). Covering the entire population cannot be achieved and no sample
will be exactly representative of the population. Walliman (2011) notes the existence of a
difference between the mean value of a sample and that of the population resulting in a
sampling error, which leads to bias in the results. This bias results in the unwanted distortion
of the results of the questionnaire due to parts of the population being more strongly represented
than others (Walliman, 2011). Saunders et al. (2000) states that there are two types of sampling
procedures: probability and non-probability. Probability sampling is based on using random
methods to select the sample, while non-probability sampling is based on selection by nonrandom means. It is argued that probability sampling methods provide the most reliable
representation of the population. This is in contrast to non-probability sampling which relies
on the judgement of the researcher and cannot be used to make generalisations about the
population (Walliman, 2011). A probability sampling technique was carried out in order to
select the study population. This is due to the standardised nature of the population and the
ability to generalise the results.

One questionnaire was distributed among workers. It was distributed widely, and 73 responses
were received. In total, 52 people responded with all answers completed. There were 21
respondents who completed some but not all of the questionnaire. This results in a 71%
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completion rate. The demographics and representation of the study population are outlined in
Table 3.1.

Table 3.1 Workforce Study Population
Study Population
Demographic

Gender

Age

Industry

Selection

Respondents

Male

19

Female

32

18-25

13

26-33

15

34-41

6

42+

17

Retail

10

Finance

11

IT

11

HR

7

Marketing

4

Education

6

Healthcare

10

Other

13

Sampling ensures that there is a wide range and representation of the study population. This is
then linked to data eollection and the methods used during this process.

3.5.2 Data Collection
Once the research sample has been defined, the data collection method is highlighted. For the
purpose of this study a web-based questionnaire was administered and accessed through survey
monkey. It is a web page loeated on a host site where participants can access the questionnaire
on the site via a URL. This allows participants to partake in the questionnaire in their own time
and enables the capturing of as many responses as feasibly possible. Utilising a web-based
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questionnaire allows for instant responses and for this to be monitored on a regular, real-time
basis. Interviews were not chosen due to time constraints and accessibility.

Data collection requires the researcher to code the data once it has been collected. Coding is
an important element in establishing and analysing the research findings.

3.6 Analysing the Data
The first stage in the data analysis involved visually illustrating the closed data from the
questionnaire via graphs using excel methods. This was employed to clearly summarise the
question asked, the number of responses, and response selections. The findings that were
collected from the questionnaire are presented in Chapter Four.

The second stage involved further understanding the data using coding techniques. All data
types should be recorded using numerical codes which enables the entry of data quickly and
with few errors (Saunders et al, 2000). Lockyer (2004:137) defines coding as;

A systematic way in which to condense extensive data sets into smaller analysable
units through the creation of categories and concepts derived from the data.

Coding is a way of indexing or categorising text in order to establish a framework of thematic
ideas about it (Gibbs, 2007). The method for coding the research findings in this study are
enabled by the automatic analysis through Survey Monkey. The data is summarised by
question, trends and individual responses. Question summaries were focused on and coded
using pre-determined codes. Pre-determined codes were used to further understand the data
and put it into the context of the literature to allow for the identification of emerging themes
and enable links to be recognised between the components of the research question. The themes
that were identified during the coding process are outlined in Chapter Five.

It is important to highlight ethical considerations to ensure validity and transparency
throughout the research study.
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3.7 Ethical Considerations and Permission for the Study
In the context of research, ethics refers to the appropriateness of behaviour in relation to the
rights of those participating in the study and those who are affected by it (Saunders et ai, 2000).
Walliman (2011) proffers that research is only of value if it is carried out honestly. There is a
responsibility to protect the participants of the research study. The anonymity of participants
in this study will be protected by keeping responses confidential through the use of Survey
Monkey’s numerical coding. In addition, questionnaire responses are not shared with third
party vendors. Consent from participants is imperative during the research study. This involves
the procedure by which an individual may choose to participate or not in the study (Saunders
et ai, 2000). In this case consent was obtained by ensuring all participants had an
understanding of the purpose and methods of the study as well as having the ability to opt out
of participating. In addition, the participants in this study were all over the age of 18 and were
therefore deemed capable of making informed decisions.

Research validity, reliability and transparency must also be considered. Failure to address such
issues results in scrutiny of the research findings (McKinnon, 1988). Punch (2005) describes
reliability as consistency. This is expressed in the research question, in that if the same question
was to be asked to the same people, under the same circumstances, but at a different time, the
extent of the answers should be the same. This would suggest reliability of the measurement
instrument.

Teusner (2016:87) describes validity as:

The extent to which data accurately reflects the phenomena being studied.

Measurement validity is the extent to which an instrument measures what it is meant to measure
(Golafshani, 2003). Instrument validation approaches include: content validity, criterionrelated validity and construct validity (Kimberlin and Winterstein, 2008). Content validity
refers to how well an instrument measures a theoretical construct, criterion-related validity
measures how well one measure predicts an outcome for another, and construct validity is the
degree to which a test measures what it claims to be measuring (Kimberlin and Winterstein,
2008). For the purpose of this study, content validity was undertaken by specifying the
definition of each of the research concepts and then develop the factors surrounding these
definitions. Criterion-related validity is sought through thoughts and perceptions. Construct
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validity is then focused on in Chapter Four, where the identification of how well a measure
conforms with theoretical expectations occur.

Transparency is an important factor to consider in qualitative and quantitative research.
Teusner (2016) proposes that if the research procedures are transparent, the results are clearly
presented, and the conclusions of the study are justifiably true then transparency has been
achieved. Transparency can be strengthened by linking interpretations to prior theory when
possible (Teusner, 2016).

To ensure transparency in this research study, copies of the

questionnaire administered is available for examination. All data collected will be kept on file
as per data protection legislation. In addition, a statement addressing this will be attached to
the web-based questionnaire to provide participants with an understanding of the legality and
confidentiality of the information they offer.

3.8 Reflective Journal
Reflection is used to make sense of unstructured situations to generate new knowledge and to
engage in a process of continuous learning. Imel (1992:2) proposes;

Engaging in reflective practice requires individuals to assume the perspective of an
external observer in order to identify the assumptions and feelings underlying their
practice and then to speculate about how these assumptions and feelings affect
practice.

As part of this research study a reflective journal was undertaken. Cathro et al. (2017) propose
that engaging in the writing of a reflective journal provides value as a learning tool to leverage
student experiences. The purpose of the reflective journal is for dissertation students to reflect
on their experience throughout the dissertation writing process and to evaluate aspects that
went well as well as areas for future improvement.

3.9 Conclusion
This chapter defined the methods undertaken when conducting the research. Detailing the
philosophical and methodological approaches, the chapter explained the use of positivism and
survey approach. The implemented method was highlighted including the reason for choice.
Ultimately, the chosen method was that of a structured questionnaire design. Research ethics
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were also discussed to ensure the validity, reliability and transparency of the study. The
following chapters introduce the research findings of the study and provide an analysis of these
findings.
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Chapter Four:
Findings
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Chapter Four: Findings
4.1 Introduction
This chapter presents the research findings of the questionnaire administered for the purpose
of this research study. In total, 73 responses were received from the distributed questionnaire.
The data of the closed ended questions will be visually illustrated via graphs using excel. Each
question will be outlined, and the number of responses and response selections will be clearly
summarised.

4.2 Questionnaire Findings

Figure 4.1: Question 1

Which industry do you work in?
20.00%

18.00%
16.00%
14.00%
12.00%
10.00%

8.00%
6.00%

Responses

4.00%
2.00%
0.00%

When asked this question respondents answered the following:
•

10 respondents work in Retail,

•

11 in Finance,

•

11 in IT,

•

7 in HR,

•

4 in Marketing,

•

6 in Education,
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•

10 in Healthcare.

13 respondents chose ‘Other' and specified the following industries:
Engineering
Hairdresser
Management Consulting
Transport
2 Professional Services
Professional Services Consulting
Psychometric Assessment
Utilities
Launderette
Industrial Relations
Outsourcing/Offshoring
Hospitality

Figure 4.2: Question 2

How many hours do you work per week?
60.00%
50.00%
40.00%
30.00%
Responses

20.00%
10.00%
0.00%
Less than 20
hours

20-30 hours

31-40 hours

41-t-hours

When asked this question 10 respondents answered that they work less than 20 hours, 6 work
20-30 hours, 41 responded they work 31-40 hours, and 16 respondents work 41+ hours.
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Figure 4.3: Question 3

Are you familiar with the term work-life
integration?

Responses

Yes

No

55 respondents answered ‘Yes’ they were familiar with the term work-life integration. While
18 respondents answered ‘No’ they were not familiar with the term.

Figure 4.4: Question 4

Do you engage in any of the following
work-related activities outside of work?
(Tick all that apply)

Responses

Check emails

Make/receive
work calls

Perform general
work related tasks

■

Other (please
specify)

41 respondents answered that they check emails, 32 responded that they make/receive work
calls, while 33 perform general work-related tasks. 14 perform other activities and specified
the following:
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Take appointments
Events etc
Correction of exams and assessments, class preparation
None (5)
Meet co-worker to hand over workload/infonnation
No as I work in a hospital and do not need to continue outside of that
Generally, don’t engage in work-related activities unless necessary
Social media work
1 don't perform any work once 1 leave my job
Attend meetings

Figure 4.5: Question 5

Does this affect your ability to de-stress
when outside of work?
51.00%
50.50%
50.00%
Responses

49.50%

49.00%

48.50%
Yes

No

35 respondents answered that yes it does affect their ability to de-stress outside of work, while
36 respondents replied that no it does not affect them.
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Figure 4.6: Question 6

Do you work additional hours outside
your basic working day? (For example,
on work-related projects, reports etc)
70.00%
60.00%
50.00%
40.00%
Responses

30.00%

20.00%
10.00%
0.00%
Yes

No

47 respondents work additional hours outside their basic work day, while 26 respondents do
not.

Figure 4.7: Question 7

Do you think that additional working
hours are discouraged in your
organisation?
90.00%
80.00% f
70.00%
60.00%
50.00%
Responses

40.00%
30.00%

f

20.00%
10.00%
0.00%
Yes

No, If no please skip to Q9

11 respondents think that additional working hours are discouraged in their organisation. In
contrast, 62 respondents do not think additional hours are discouraged. Additional comments
were asked for this question and 1 respondent commented the following:
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1. No, you get the job done at the cost of additional hours

Figure 4.8: Question 9

Have there been times where you haven't
been available for a family event or
situation when it arose due to work?
80.00%
70.00% 60.00%

-

50.00%
40.00%

Responses

30.00% +
20.00%
10.00%

0.00%

—
-

No

Yes

When asked this question 23 respondents answered ‘Yes’, while 50 responded ‘No’. The
following are the 15 various responses that were received for this question where extra
comments were encouraged:
1. Yes, busy working late
2. Yes, due to not being able to get time off or it being frowned upon to take time off
3. Yes, exam corrections and very short time frames for completion
4. Yes, depending on the project, you may have to work long hours so unable to attend
evening events
5. Yes, my children’s school play
6. Yes, if other team members were on leave then less chance of being able to take time
off
7. Yes, children’s drama shows etc. Due to not being able to get time off
8. Yes, birthdays and parties
9. I always make sure to make myself available for family events/situations. If need to
check emails or keep an eye on something while at this event I will
10. Yes, because 1 work hours outside of the regular 9-5 Monday-Friday
11. Yes, collection of kids from school, participation in school events
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12. Yes, a recent confirmation where 1 couldn't attend the serv ice but Just the family lunch,
albeit late.
13. I always make time, this may result in college like cramming at times
14. Yes, couldn’t take days off, needed to do extra hours or been called in because of
someone else calling in sick
15. No, Family is important

Figure 4.9: Question 10

Have there been times when you were
unable to fulfil a social engagement due
to working late hours?
56.00%
54.00%
52.00%

-

50.00%

-

48.00%

Responses

46.00%
44.00%
42.00%
40.00%
Yes

No

33 respondents answered 'Yes', while 39 respondents answered ‘No’. The following are 19
additional comments provided for this question.
1. Yes, missed many social events or was incredibly late due to expectation to work on
2. Yes, due to assessment corrections
3. When on a busy project, you can’t make plans in the evening if required to work
overtime
4. Have had to forego training session with my club due to working late
5. Yes, have been unavailable to make sports training
6. Yes, frequently
7. Missed many events due to late opening hours, 11pm
8. Yes, late for birthdays etc
9. Yes, meeting friends/missing soccer matches due to deadlines
10. Yes, new years eve
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11. Happens on occasion - not overly frequently. On one occasion, made plans with friends
and had to stay late for a meeting etc.
12. Yes, Same answer as last
13. Busy periods, may miss out on plans due to having to work overtime. If overtime is
required in a given week will be necessary to choose best day to put in additional hours.
With evening accountancy lectures gives very few options in terms of choice and so
often clashes with social events
14. Yes, late evening interviews due to applicants own working hours is one of many
examples
15. My partner and I live apart so weekends are generally our time but on occasion 1 may
have to work while with her. For example, whilst on holiday in Basel and Amsterdam
I had meetings while on personal vacation time
16. Yes, as expected to work overtime, to build up holidays for study leave for accountancy
exams. Over 150 hours overtime must be built up per year
17. I always work late so have to say no to going out most of the time
18. 1 work 8.30 to 8.30 either day or night shift and one week I work Mon, Tues, Fri, Sat
and Sun so on that week 1 miss things
19. Yes working late

Figure 4.10: Question 11

Does your organisation have formal worklife options in place?
60.00%
50.00%

Responses

10.00%
0.00%
Yes

No, If no please skip to Q13

36 respondents' organisations have formal work-life options in place, while 30 do not.
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Figure 4.11: Question 12

If Yes, which of the below work-life
options are available to you? (Tick all that
apply)
70.00%
60.00%
50.00%
40.00%
30.00%

I_I

20.00%
10.00%
0.00%

if

f
f

O'

f
f

kp'

4z

<(

Responses

cZ.

cy

Work from home is available to 20 respondents, compressed hours are available to 6
respondents, 29 have informal flexibility available to them, 12 have exercise access, childcare
services are available to 1, paid leave is available to 12 respondents, unpaid leave is available
to 22 respondents, 22 have access to additional training/education, while 2 have no formal
work-life options available.

Figure 4.12: Question 13

Do you believe that the availability of
work-life options has a positive impact on
employees?
120.00%
100.00%
80.00%
60.00%

Responses

40.00%

20.00%
0.00%
Yes

No, If no please skip to Q15
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64 respondents believe the availability of work-life options has a positive impact on employees,
while 3 respondents do not believe that it has a positive impact. 1 additional comment was
provided for this question:
1. Yes, it’s important to have many work-life options available to leverage

Figure 4.13: Question 14

If Yes, in what ways do you believe the
availability of work-life options can impact
the employee positively? (Tick all that
apply)
90.00%
80.00%
70.00%
60.00%
50.00%
40.00%
30.00%

Responses

20.00%
10.00%

0.00%
Increased job
satisfaction

Increased well
being

Reduced stress

Other (please
specify)

50 respondents believe the availability of work-life options can increase job satisfaction, 55
believe it can increase well-being, 53 believe it reduces stress and 5 believe it impacts in the
following ways:
1. Increased employee engagement. If the employer looks after their employees, then
employees are willing to be more productive and happier in their job
2. Increased engagement
3. You feel you are being appreciated and in return want to see your company succeed
4. Increased engagement
5. Flexibility allows you to work particularly when have children/others in your care to
consider
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Figure 4.14: Question 15

Do you think that your line manager
supports employees taking up work-life
options?
80.00%
70.00%
60.00%
50.00%
40.00%

Responses

30.00%

20.00%
10.00%
0.00%
Yes, If yes please skip to Q17

No

49 respondents think their line manager supports them taking up work-life options, while 16
respondents think their line manager does not support them. The following are 6 additional
comments provided for this question:
1. Although the line manager might be supportive of it, the organisation might not be
2. Managers don’t want us working from home even though company policy supports it
3. No, too busy
4. My line manager, who is a Director at the company, does advocate, and take advantage
of work-life balance. The organisation as a whole, however is not as open to this. There
is disparity here between what is available and the norm for the senior team and other
team members
5. Within reason, once a service can continue to function
6. They almost make you feel bad if you take WLB. One nurse had her WLB cancelled
this year up on its yearly review due to staff constraints which I believe is unfair because
she needs her WLB for family and health commitments
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Figure 4.15: Question 16

If No, would having the support of your
line manager encourage you to take up
work-life options?
100.00%

90.00%
80.00%
70.00%
60.00%
50.00%
40.00%

Responses

30.00%
20.00%
10.00%

0.00%
Yes

No

26 respondents believe having the support of their line manager would encourage them to take
up work-life options. 2 respondents believe it would not. The following are 4 comments
provided for this question:
1. Support of your line manager is always a positive
2. Yes, options should be better communicated and encouraged
3. Yes, would allow staff to make a more conscious effort to fulfil same
4. Not me personally but 1 have had experience where people have went against WLB and
parental leave because it can be frowned upon
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Figure 4.16: Question 17

Are there additional work-life options that
you think your employer could provide?

Responses

Yes

No

46 respondents answered ‘Yes’ to this question, while 20 responded ‘No’. The following are
20 various responses that were received for this question where additional comments could be
provided:
1. Finish early on a Friday when it's a bank holiday, sometimes the organisation will allow
this but not always
2. Flexibility is available but it is not part of the structure of my role, it would be good to
have formal work-life options in place
3. Provide a paid membership subsidy for a gym or running club or other
4. Early finish if the hours have been worked earlier in the week
5. Flexible working hours
6. Work ifom home one day per week
7. Career break
8. More man-power
9. Reduced hours, childcare options
10. Work from home options and flexitime for employees based on client sites
11. Work from home, increased openness to flexibility, make up time
12. Childcare facilities, improve staff cover when parental leave granted (replace staff
hours). Encourage health checks
13. Work from home
14. Flexi Fridays, greater availability to work from home, start work earlier to finish early
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15. Separate work space from other departments
16. Flexi time
17. Community engagement opportunities, more flexible employment models
18. Increased management engagement with employees to determine whether work-life
balance is in order or should be improved
19. Flexibility on remote working when the situation calls for it
20. Even if they implemented it correctly and made the long week shorter because you
work 60 hours on your long week and 24 on your short week so it should be integrated
for a more positive lifestyle

Figure 4.17: Question 18

How important are work-life options to
you in the workplace?

Responses

Very important

Important

Not very
important

Not at all
important

36 respondents believe work-life options are very important to them in the workplace, 23
believe they are important, 6 believe they are not very important, and 1 respondent believes
they are not at all important.
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Figure 4.18: Question 19

Outside of formal work-life options, does
your organisation support informal
flexibility in your life at work? (For
example, for a doctors appointment, for
staying home for a few hours to look after
a sick child etc)
100.00%
80.00%
60.00%
40.00%

■ Responses

20.00%
0.00%
Yes

No

59 respondents believe their organisation supports informal flexibility, while 8 respondents
believe their organisation does not. 14 additional comments were received for this question:
1. Yes but they make it difficult through having to get notes from doctor etc and having
to have it approved in advance w hich is a lot of effort for a doctor’s appointment which
is needed for our health
2. There is no problem taking time for appointments etc just once you build them into
your work requirements
3. Paid sick leave is covered by my employer
4. Yes depending on the line manager
5. If something came up family/health related they can be very reasonable
6. Alw'ays, most accommodating
7. It’s not very clear cut here. Yes, for something like a short appointment you could use
your lunch hour to pop out for this. For longer period of time to look after a sick child
etc. this is not the case
8. Yes, however, 1 control my own diary. Hours are made up and work is done
9. As documented above flexibility is there to accommodate emergency appointments or
unforeseen family
10. Yes, when I got a cold, I had the possibility to stay at home
11. Must be taken out of annual leave
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12. Sick is sick but the normal doctors note etc if prolonged or two days and straight
absence is incurred
13. Must be taken out of annual leave
14. It depends they will allow you but not freely you will lose pay and respeet from
managers

Figure 4.19: Question 20

Are you satisfied with the opportunities
you have for informal flexibility as referred
to above?
80.00%
70.00%

Responses

Yes

No

49 respondents are satisfied with their opportunities for informal flexibility, while 18
respondents are not satisfied.
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Figure 4.20: Question 21

Does having this type of informal
flexibility in your work-life give you more
job satisfaction?

Responses

Yes

No

55 respondents believe having this type of informal flexibility gives them more job satisfaction,
while 11 respondents do not believe this. 8 additional comments were received for this
question:
1. Having informal flexibility would increase my job satisfaction knowing that my
employer trusts me to make responsible decisions regarding my work and when it is
done
2. It helps but doesn’t make the work more enjoyable
3. It should be a given that time off is accepted when sick
4. Yes, but it works due to colleague support rather than management support
5. I appreciate this flexibility at work and this makes me work harder and with more
pleasure
6. I feel this is common place, and the bare minimum. Especially evident as the work force
is changing with remote working being as common as it is. Work-life must adapt
7. To some extent but could be much better
8. (No) Because it’s frowned upon
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Figure 4.21: Question 22

How would you rate your level of job
stress?
70.00%
60.00%
50.00%
40.00%
Responses

30.00%
20.00%
10.00%
0.00%
Mild

Moderate

Severe

Extreme

14 respondents rated their job stress as mild, 35 rated their job stress as moderate, 7 rated it
severe, while 0 rated their job stress as being extreme.

Figure 4.22: Question 24

Does your workplace stress have an
impact on your health?
60.00%
50.00%
40.00%
30.00%
20.00%

Responses
+-

10.00%
0.00%
Yes

No

24 respondents believe that workplace stress is having an impact on their health, while 32
respondents believe it is not having an impact on their health. The following are 12 additional
comments received for this question:
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1. Not as far as I know, I try not to let it get too bad
2. Unhealthy, de-stress behaviours such as comfort eating, alcohol, tv etc
3. I don’t have much time in the evenings to exercise
4. I am more tired and prone to sickness
5. Yes, I have anxiety surrounding work, tiredness (2)
6. Yes, mindless eating due to not taking proper length breaks means BMI up
7. I’m very calm and organised, this doesn’t impact my health
8. Yes, sleep dependent on the work volume
9. To some extent, I would of course appreciate more time to dedicate to “free time”
10. Yes, fatigue and sometimes frustration but I find time to de-stress be it exercise or
meditation help
11. No, but would have much more time to consider exercise and health if worked the
normal 9-5.30 contracted hours rather than putting in so much overtime as well as going
to lectures weekday evenings and weekends

Figure 4.23: Question 25

In what ways do you believe workplace
stress can be alleviated in your
organisation? (Tick all that apply)
80 .00%
70 .00%
60 .00%
50.00% 40.00% 30 .00%
20 .00%
10 .00%
0.00% f

Responses

Support from Availability of Support from Availability of Other (please
management
work-life
management well-being
specify)
in terms of
options
in terms of
initiatives
family
informal
responsibilities
flexibility

32 respondents believe workplace stress can be alleviated through support from management
of family responsibilities, 40 believe it can be alleviated through work-life options, 36 believe
management supporting informal flexibility can alleviate workplace stress, 33 believe well
being initiatives can alleviate workplace stress, and 4 respondents provided additional
comments to this question;
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1. 1 don't think workplace stress is solely linked to work life balance. Stress can be caused
by poor relationship with manager, unhappiness in role, being put into a role you are
not right for etc.
2. Service needs staffing levels to increase
3. Additional staff
4. Well-being initiatives is a must for me, as we do have a wellness program in house
which without would be detrimental to the team

Figure 4.24: Question 26

How do you mainly travel to and from
work?
80.00%
70.00%
60.00%
50.00%
40.00%

Responses

30.00%
20.00%

10.00%
0.00%

■

Public transport

■
Walk

Cycle

11 respondents travel to work via public transport, 37 travel via car, 10 walk to work, and 0
respondents cycle to work.
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Figure 4.25: Question 27

Are any of the following well-being
initiatives available to you? (Tick all that
apply)
70.00%
60.00%
50.00%
40.00%
30.00%
20.00%
10.00%
0.00%
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Physical health, healthy eating etc talks are available to 24 respondents, 21 have access to sport
or activity clubs, 17 have on-site classes, 20 are provided with a subsidised gym membership,
14 have flexible working hours to allow for exercise, use of showers, changing facilities and
lockers are available to 29 respondents, healthy meal options are available to 22 respondents,
29 have a cycle to work scheme, 10 have well-being ambassadors, while 6 answered other
which have been specified as:
1. None of the above are available to me (5)
2. Employee assistance programme as part of healthcare package, wellness committee
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Figure 4.26: Question 29

Does having well-being initiatives
available in the workplace improve your
overall job satisfaction?

Responses

Yes

No

41 respondents believe having well-being initiatives available improves their job satisfaction,
while 10 respondents believe that it does not improve their job satisfaction. The following are
8 additional comments received for this question:
1. It is one thing to have them available, but the organisation must also get on board with
them and give time to employees to avail of them
2. I think so
3. No, not available (2)
4. They might but we have none
5. Yes, having the additional extras and perks are positive from an engagement
perspective
6. Yes, keeps stress levels down
7. Not enough in place but if they were implemented correctly they would increase job
satisfaction
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Figure 4.27: Question 30

Does having well-being initiatives
available in the workplace improve your
sense of having work-life balance?
80.00%
70.00%
60.00%
50.00%
40.00%

Responses

30.00%
20.00%

10.00%
0.00%
Yes

No

36 respondents believe having well-being initiatives improves their sense of having work-life
balance, while 15 respondents do not believe this. The following are 5 additional comments
which were received for this question;
1. Work-life balance to me is about the other things in my life that put pressure on my
time
2. No, time pressure make it difficult to get involved in these initiatives
3. Not available (2)
4. Although it will help, work-life balance is only managed by the individual. Give all the
options but a sense of work-life balance is from how well you manage your own balance
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Table 4.1: Question 32
Please rate the extent to which you agree or disagree with the following statements
Answer Options

Strongly Agree

Neither

Agree

Agree or

Disagree

Strongly
Disagree

Disagree
I am satisfied that my

4

19

9

15

3

7

13

10

16

5

13

26

8

2

3

8

17

8

15

2

14

24

4

6

2

6

16

14

12

2

11

28

8

3

0

4

26

14

4

2

organisation supports me taking
up work-life options
My organisation does an
excellent job of keeping me
informed about work-life
options available to me
I am satisfied that I have the
opportunity to apply my skills
and abilities in my job
1 am satisfied with the
investment my organisation
makes in my training and
development
I believe engaging in work-life
initiatives will not have a
negative effect on my
professional development
My organisation demonstrates a
commitment to my well-being
I believe engaging in work-life
initiatives reduces my level of
job stress
1 am able to make decisions
affecting my work-life
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I am rewarded for the quality of

6

16

15

10

3

8

23

10

9

0

my efforts
Overall, 1 am satisfied with my
job

Figure 4.28: Question 33

Are you Male or Female?

Responses

Male

Female

19 people who responded to this questionnaire were male, while 32 were female.

62

Figure 4.29: Question 34

Which age bracket do you fall into?
35.00%

Responses

18-25

26-33

34-41

42+

When asked which age bracket they fall into respondents answered the following:
•

13 into the 18-25 age bracket

•

15 into the 26-33 age bracket

•

6 into the 34-41 age bracket

•

17 into the 42+ age bracket

4.3 Conclusion
This chapter has focused on presenting an illustration of the findings of the closed ended
questionnaire questions. The following chapter, Chapter Five, will analyse the research
findings.
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Chapter Five:
Analysis of Findings
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Chapter Five: Analysis of Findings
5.1 Introduction
Throughout this chapter, the findings of the questionnaire will be analysed with a focused
consideration of the literature obtained in Chapter Two. The research findings are going to be
analysed under the following headings: understanding of work-life integration, impact of worklife integration, availability of work-life options, factors impacting job satisfaction, workplace
stress, and employee well-being. These headings are based on those used in the literature
review. The literature review will act as a source of secondary data and the questionnaire results
as primary data in order to draw relevant conclusions. Understanding work-life integration is
the first area which will be discussed.

5.2 Understanding of Work-Life Integration
Respondents were asked whether they were familiar with the term ‘work-life integration'. The
responses are outlined in Chapter Four. Of the respondents, 75% agreed that they were familiar
with the term, while 24% specified that they were not familiar. The reason why some
respondents were not familiar with the term may refect the opinions of the literature which
specify that work-life integration is a relatively new concept which has evolved from the
universal term ‘work-life balance’ (Sanseau and Smith, 2012; Harrington and l.adge, 2009). In
contrast, it could also be possible that the respondents who were familiar with the term could
have merely assumed ‘work-life integration' is the same as ‘work-life balance’. This is difficult
to conclude but could serve as a reason for the notable high rate of understanding. In addition,
13% of respondents also work in retail and another 13% work in healthcare. This type of
employment may result in employees not being familiar with the tenn due to the nature of their
role which requires them to be physically at work in order to engage in work-related activities.
A statement made in relation to this includes:

/ work in a hospital and do not need to continue outside of that.

Gregory and Milner (2008) suggest that the phrase ‘work-life balance’ transferred the
responsibility of managing one’s own home and work life onto the individual, rather than the
employer and employee sharing equal responsibility. Statements made which reinforce this
ideology include:
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Work-life balance is only managed by the individual....a sense of work-life balance is
from how well you manage your own balance.

This could highlight a perceived negative connotation to the shift from work-life balance being
an individual’s responsibility to an organisational wide concern. This could be reflective of the
organisational culture which may encourage employees to manage their own work-life rather
than provide initiatives and policies to assist workers. Not understanding the meaning of worklife integration could lead to elements of this concept being implemented incorrectly. Having
an incorrect understanding could also lead to unwanted behaviours to be displayed and
encouraged by the organisation which could have a negative impact on employees’ job
satisfaction, stress and well-being. Not providing support to employees in their work-life could
result in burnout further reducing productivity. In the wider business context, an
underperforming workforce could reflect negatively on both the individual and the overall
organisation.

5.3 Impact of Work-Life Integration
Respondents were asked what work-related activities they engage in outside of work. The
primary task undertaken by employees outside of work was catching up on emails with 65%
of respondents answering that they engage in this activity. Observationally, it can be assumed
that email is the driver of the modern workforce and employees work is dictated by email. 48%
make or receive work calls, with a further 50% performing work-related tasks outside of work.
It could be assumed that participants engaging in these activities outside of work are not
discouraged by their organisation. These findings correlate with Diaz et al. (2012) assumption
that technological advancement has resulted in employees bringing work home with them
resulting in them working longer hours to that of their contracted hours. This is further
reinforced by 64% of respondents answering that they work additional hours outside of their
basic working day, a further 31% specifying that they have not been available for a family
event/situation when it arose due to work and 45% who were unable to fulfil a social
engagement due to working late hours. Adisa et al. (2017) suggests this constant availability
and ability to work from any location is integrating the border between work and non-work
domains and creating an imbalance between workers work and personal lives. This is supported
by comments such as;

66

/ always make sure to make myself available for family events/situations. If I need to
cheek emails or keep an eye on something while at this event, I will.

Depending on the project, you may have to work long hours so unable to attend
evening events.

Missed many social events or was incredibly late due to expectation to work on.

Expected to work overtime, to build up holidaysfor study leave for accountancy exams.
Over 150 hours overtime must be built up per year.

My partner and I live apart so weekends is generally our time but on occasion I may
have to work while with her. For example whilst on holidays in Basel and Amsterdam
I had meetings while on personal vacation time.

Technology has changed the structure of workers personal lives. The notion of a 9-5 job is no
longer relevant as organisations expect their employees to work past their contracted hours and
also while on holiday. The impact of employees working additional hours in the office is that
they are not getting home at a reasonable hour which has the potential to affect their personal
life. Similarly, for those who are completing work-related tasks at home, while they may be
physically present, emotionally they are still in the workplace. This supports the notion of
Adisa et al. (2017) that this behaviour is diverting their attention away from their personal life
activities while they temporarily operate in work mode. Further support of this is 84% of
respondents outlining that working additional hours is not discouraged by their organisation.
This could lead to increased levels of job stress by putting a strain on employees ability to
disconnect and destress at the end of the day (Ravenswood et al, 2017).

When asked whether working additional hours affects their ability to de-stress when outside of
work, however, it is interesting to note that 49% agreed that it affected their ability to de-stress,
while 50% disagreed with the statement. This both reinforces and contradicts the assumptions
proposed in the literature that working additional hours outside of work is having an impact on
workers ability to de-stress. It could be suggested that the reason some respondents disagreed
is either due to the level of work-related activities they are required to complete outside of
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work, how often they are expected to work additional hours, or their own preference to stay
late to complete tasks. Statements made which support this hypotheses include:

Generally not put under pressure to eomplete tasks unless they are urgent. Usually I
would stay on later in work to finish something more out of wanting to get thejob done,
rather than being told it must be done.

Overtime is an option and it can be done ifyou want to

We are told unless it is extremely urgent not to do it

Additionally, respondents may also not be aware of the effect working additional hours is
having on them or don’t want to recognise the impact. Some workers do not want to recognise
that their work is causing them stress and will therefore say they are not stressed in an attempt
to justify the various work-related tasks they are completing outside of their contracted hours.
It could also be possible that those who disagreed with the statement have more control over
when they work additional hours but if this impacted them when at a family event or while
they were on holiday would they still disagree? It is also a possibility that those who disagreed
choose when they work additional hours and are paid overtime which may reduce their negative
associations with working past their contracted hours.

The results imply that, in this study, workers having to work additional hours can affect their
ability to de-stress during their supposed down time. However, the amount or level of work
that needs to be completed and whether there is an expectation to stay after work could have a
positive or negative impact on this.

5.4 Availability of Work-Life Options
Respondents were asked whether their organisation had formal work-life options in place. 54%
agreed that they did have formal work-life options in place, in contrast 45% answered that their
organisation does not have them in place. This would suggest that of the sample of the
population who took this questionnaire nearly half of organisations are not providing flexible
options to their employees. In addition, 41% of respondents disagreed or strongly disagreed,
while 19% neither agreed nor disagreed that their organisation did a good job of keeping them
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informed of work-life options available to them. It could also be possible that the participants
who responded that they do not have formal policies in place actually do, however because
their organisation does not actively keep them informed and educate them about their options
they are unaware that work-life options are available to them. CIPD (2017b) proposed that
organisations that do not provide work-life options to their employees are at a disadvantage as
workers now require some form of flexibility. This is further supported by 54% of respondents
reporting that having work-life options in the workplace is ‘very important’ to them, while 34%
believe it is ‘important’ to them. Of the respondents that have formal work-life options, 45%
have work from home options, 13% have compressed hours, 65% have informal flexibility,
27% have exercise access, only 2% have childcare options, paid leave is available to 27%,
while unpaid leave and additional training/education is available to 50% of respondents. When
asked whether their line manager supports them, taking up these work-life options although
75% agreed that they do, 24% disagreed. This is in direct contrast to 46% of respondents
agreeing or strongly agreeing that they are satisfied that their organisation supports them taking
up work-life options, 36% disagreeing or strongly disagreeing, while 18% neither agreed nor
disagreed. This disparity could be explained as respondents’ organisations support their
employees engaging in work-life options, however their line managers may not. Statements
made by those who’s managers do not support them include:

Managers don’t want us working from home although company policy supports it.

My line manager, who is a Director at the company, does advocate, and take
advantage of work life balance. The organisation as a whole, however, is not as open
to this. There is disparity here between what is available and the norm for the Senior
team and other team members.

They almost make you feel bad ifyou take WLB.

This would suggest that although there may be formal policies in place which support
flexibility for workers, line managers are the deciding factor of whether employees will engage
with these initiatives or not. This is supportive of McCarthy et al. (2012) observation that
employees are reluctant to engage in work-life integration if their manager or organisation are
not supportive of them doing so. If organisational policies are not supported then they present
no benefit to employees. In addition, it is interesting to note the mention of unequal distribution
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of work-life options among senior team members and other team members which could cause
a level of conflict where flexibility is available to some but not to others. The existence of
inequality such as this in the workplace could consequently lead to reduced employee
engagement, job satisfaction as well as productivity due to lower level workers feeling they are
not valued by their organisation. It is especially important for lower level employees that worklife options are supported as otherwise they may feel pressured to forego these options out of
fear that it may hinder their career progression. It is important that organisations and managers
reward all employees for their efforts and provide equal opportunities to senior and junior
employees. As noted by Morgan McKinley (2014), a J.P Morgan Chase study found that 95%
of employees working in an environment where the manager or organisation is understanding
of work and personal life, and acknowledge the need for informal flexibility, feel driven to
exceed expectations.

Previous literature outlines how offering family-friendly policies, providing workers with
increased control over their own schedules, and having open communication between
managers and employees can result in workers feeling valued and supported in their roles, as
well as having a positive impact on employee well-being. It is important that managers
understand how their attitudes towards work-life options effects their employees. When asked
whether having support from their line manager would encourage them to take up work-life
options 92% of respondents agreed that it would. This would suggest that workers require
validation from their managers and need to feel supported in their decision to take up work-life
options. Furthermore, having work-life options available to employees, whether utilised or not,
can have a positive impact on absenteeism rates through boosting the morale of employees.
Specifically, 95% of respondents believe that having work-life options has a positive impact
on employees with; 75% believing that it can positively impact job satisfaction, 83% believe it
can increase well-being, 80% believe having work-life options available reduces stress, while
an additional 7% believe it can increase employee engagement.

When asked whether their organisation supports informal flexibility in their life at work 88%
responded yes, while 11% responded no. It is important to note however, that this type of
flexibility comes with strings attached. The requirement of notes from doctors, permission from
managers and the hours being taken out of employees’ annual leave are factors contributing to
the decision to engage with informal flexibility. These findings are supported by the following
statements:
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They make it difficult through having to get notes from doctor etc and having to have
it approved in advance which is a lot of effort for a doctor’s appointment which is
neededfor our health.

Yes depending on line manager.

Yes, for something like a short appointment, you could use your lunch hour to pop out
for this. For a longer period of time to look after a sick child etc. this is not the case.

Must be taken out of annual leave.

It depends they will allow you hut not freely you will lose pay and respect from
managers.

Although when engaging with informal flexibility employees may be faced with barriers, when
asked whether having this type of infomial flexibility gives them more job satisfaction 83% of
respondents answered yes. Providing additional comments to this question respondents
specified that having this type of flexibility shows them that their employers trust them to make
responsible decisions regarding their work which increases their job satisfaction and makes
them work harder with more pleasure. This coincides with Alimo-Metcalfe et al. (2008) notion
that managerial or organisational engagement positively affects job satisfaction, employee
well-being and reduces stress among employees. Furthermore, respondents believed that
flexibility is common place and the bare minimum as the workforce is changing and therefore
work-life must adapt also. These findings would suggest that workers job satisfaction and
productivity increases when they feel that their employer trusts them. The element of trust is
an interesting output from the questionnaire.

The literature proposes that taking up work-life options results in issues with career progression
due to the restrictive nature of such initiatives. 28% of respondents, however, strongly agreed
and 48% agreed that engaging in work-life initiatives would not have a negative effect on their
professional development which contradicts the assumptions made in the literature. In contrast,
12% disagreed with this statement while 4% strongly disagreed. These results would suggest
that Harrington and Ladge (2009) traditional view that conventional promotions determine a
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workers success and those that engage in work-life integration are not successful, is simply not
the majority view of the participants of this study and due to the changing nature of the
workforce organisations are more accepting of flexible working. In contrast, it could also be
possible that participants are not aware of the negative effect engaging with work-life options
can have on their career progression or simply do not want to believe that it will have a negative
impact.

When asked whether there were additional work-life options they would like their employer to
provide 69% of respondents answered yes, while 30% responded no. Of the percentage that
said yes options such as work from home, childcare, flexible working hours, formal policies,
health checks, and flexi-time were mentioned. It is interesting to note that employees have a
greater demand for flexible working options. This could suggest that although technological
advances may allow for this type of flexibility organisations may be reluctant to support it.
Organisations may find that focusing on flexi-time, telecommuting, and compressed hours
could prove more beneficial. Providing this form of flexibility could also offer a solution for
the issue of childcare as parents would be able to work from home or work less days a week.
This would give them the ability to take care of their personal responsibilities while remaining
productive for the organisation. One respondent noted that although informal flexibility is
available it is not part of the structure of their role, this would indicate that although these
options may be available informally, putting in place formal policies to provide clarity around
options available could also add value. In addition, it was mentioned by one respondent that
management should engage with employees in order to review the work-life options available
to ensure they are current, effective and implemented correctly. This provides an opportunity
for organisations to provide their employees with the most effective work-life options for them
to feel supported and to be able to better manage their work and personal lives. As work-life
integration becomes an integral part of the future of work, organisations must not lose focus of
the appreciation employees have for flexible working options.

5.5 Factors Impacting Job Satisfaction
George and K.A (2015) propose that extrinsic factors such as; pay, hours of work, the work
itself and working conditions impact job satisfaction. When asked what elements of their worklife provide them with a sense of job satisfaction respondents answers correlated with the
literature in that suitable pay, being provided with flexible working options in order for them
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to be able to spend time with their family, working conditions and the atmosphere at work, as
well as the variety of their work were factors that were mentioned. In addition, George and
K.A (2015) also propose that intrinsic factors such as; recognition, career advancement and
interesting work all impact job satisfaction. Supporting Savery (1996) and Lambert and Hogan
(2009) opinion that a job is more than just for monetary gain and organisations must not
overlook the importance of intrinsic motivators, the majority of responses indicated that
intrinsic factors gave them a sense of job satisfaction. Such responses included being rewarded
and recognised for a job well done, the sense of achievement that comes with completing a
task, having a manager that understands the need for flexibility, being given the opportunity to
further develop their knowledge and skills, receiving feedback from management, being given
a level of responsibility, and the organisation investing in their employees all effect employees
level of job satisfaction. These findings would suggest that although extrinsic factors are
important motivators for employees, organisations must not lose sight of the significance of
intrinsic factors and their influence and effect on workers performance and morale. George and
K.A (2015) and Lambert and Hogan (2009) further suggest that the higher the level of job
satisfaction results in a higher level of organisational commitment and productivity. Statements
which support this include:

Availability of work-life opportunities by my organisation shows, I believe that the
more job satisfied you are the more productive you are - it's a win-win.

Knowing that your employers are making an effort to organise activities, talks etc for
you to avail of makes you more inclined to work harder. Give and take more balanced.

These findings reinforce the importance of job satisfaction in organisations and highlight it’s
positive effect on job performance, organisational performance, and engagement (Lu et al,
2016).

Furthermore, Jin et al. (2016) suggest that active followership has been linked to increased job
satisfaction. Active followership encompasses employees who take initiative in their work and
gain satisfaction through their own motivation. This can be seen in responses which highlighted
the achievement that comes with completing a task before the deadline and the level of control
they have over their own work provides them with job satisfaction. Consequently, Jin et al.
(2016) discovered that active followers who are highly engaged in their work convey stronger
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job satisfaction when performance orientation in their organisation is low. This is due to work
activities performed by employees being undermined as they are not a part of the performance
appraisal or employees feeling pressured to complete tasks within a given time period. One
respondent’s response correlates with this ideology as they emphasised that not being pressured
to complete tasks ‘ASAP’ gave them job satisfaction. Through managers knowing who their
followers are and their level of followership skills will help ensure their success in sustaining
job satisfaction levels among employees. Identifying those whose followership skills are low,
managers will be better equipped to focus on those who require guidance and supervision in
order to increase their job satisfaction, overall increasing the productivity of the organisation.

It is important to note the responses that mentioned having flexibility in their life at work gives
them a sense of job satisfaction. This correlates with the assumptions of Origo and Pagani
(2008) that flexibility also influences workers job satisfaction. Additionally, autonomy and
having decision-making authority over their work-life were also factors that were listed as
providing job satisfaction which also reinforces the assertions made by Schroeder (2001).
Organisations should note that different forms of flexibility elicit different effects on job
satisfaction and need to take this into consideration when desiring to use work-life options as
a strategy for improving job satisfaction and commitment of their employees.

5.6 Workplace Stress
The workplace is one of the greatest causes of stress among workers and is the leading cause
of workforce absenteeism (Carr et ai, 2011; Hogan and Hogan, 2007; Saari and Judge, 2004).
When asked to rate their level of job stress 25% of respondents rated it as mild, 62% rated it as
moderate, 12% rated it as severe, while 0 rated it as extreme. This portrays a high percentage
of workers who experience stress in their work lives. If left unchecked continued levels of
stress can have a negative effect on both the well-being of the employee and the organisation
(Chiang et ai, 2010). When stress is working properly it can help individuals to stay focused
and sharpen their concentration, however beyond a certain point a mild level of stress can stop
being helpful, increase to moderate or severe and start causing damage to workers overall
health (Carr e/^z/., 2011).

Previous literature suggests that stress occurs among employees when there is a conflict
between job demands and the demands of external responsibilities. It is also described as a
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reaction brought about by stressors in the working environment (Chiang et ai, 2010).
Respondents were asked what factors contribute to their stress at work. Responses such as;
deadline pressures, time constraints, lack of respect from management, lack of work-life
balance or flexibility, long hours, workload, staff shortages, targets, negative culture, and lack
of training are some of the factors mentioned. These results could suggest a link between
deadline pressures, increased workload and staff shortages and the requirement of having to
stay late in the office to complete tasks on time. It could be assumed that the requirement of
employees to complete overtime is also having an effect on their workplace stress. Employees
being put under pressure to complete tasks on a continuous basis are more likely to experience
burnout due to ongoing stress. As per the literature, this feeling of stress is brought about by
stressors in their working environment which is encroaching on their personal lives and their
ability to relax after work. It is evident that when there is a conflict between an employees'
work responsibilities and those of their personal life, stress occurs. This is supported by
statements such as:

Not enough time in the day to do everything.

Overtime, lectures, exams and normal working hours. Ttying to juggle this along with
personal life is difficult.

Difficult to plan outside of work activities.

Observationally, it can be seen that workers desire flexibility in their work-lives in order to
alleviate some of the pressure and stress they feel due to working late hours, having a heavy
workload and attempting to meet impossible targets. Additionally, it can be assumed that the
constant availability of workers through technology leads to an increase in workload and
consequently an increase in stress. It is important that organisations encourage their employees
to ‘switch off from their work in order to allow themselves the opportunity to rest and engage
in non-work activities.

It is interesting to note the emergence of culture, work environment and lack of training as
factors contributing to stress in the workplace. In addition, one respondent highlighted that
unhappiness in one’s role or being put into a role you are not right for could also contribute to
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stress at work. These findings complement the existing literature and add another dimension to
factors affecting workers stress.

When asked whether their workplace stress is having an impact on their health 42% responded
yes, while 57% responded no. Additional comments provided for this question and which
reflect some of respondents’ health problems include:

Unhealthy de-stress behaviours such as comfort eating, alcohol, tv etc.

I don't have much time in the evenings to exercise.

I am more tired and prone to sickness.

At times I have increased anxiety and headaches.

This would suggest that workplace stress is having an underlying effect on workers’ health but
given the nature of the symptoms they may not be aware of it themselves. This is evident by
respondents listing comfort eating, increased anxiety and not having time to exercise as issues
they are facing which may be reflective of what the majority of workers experience but are
unaware of its correlation to their workplace stress.

Respondents were asked in what ways they believe workplace stress can be alleviated in their
organisation. Of the respondents 57% reported support from management in terms of family
responsibility would relieve their stress at work, 71% answered the availability of work-life
options, 64% answered management support of informal flexibility, while 58% said
availability of well-being initiatives. This would correlate with the literature which outlines
that it is the responsibility of management to identify and manage stress among their employees
(Carr et al, 2011). Organisations must develop coping mechanisms such as flexibility options,
well-being initiatives and providing support to their employees in order to alleviate stress
among the workforce. As mentioned above, participants listed comfort eating and having little
time to exercise as issues affecting their health, providing well-being initiatives to educate
employees of ways to eat healthily while on the go and providing access to gyms could add
value by reducing workers stress. Reducing stress in the workplace could contribute to the
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increase in employees' quality of work-life and organisational success, making good business
sense to pursue stress prevention practices (Carr et ai, 2011).

Although achieving a stress-free environment is almost impossible to achieve, stress does not
need to become a necessary evil that workers must merely tolerate. This appears to provide an
opportunity for organisations to introduce initiatives that alleviate employees’ workplace stress
in order to provide a pleasant working environment. Workers being given the opportunity to
work reduced hours, or take family-related leave, can result in reduced employee turnover and
reduced stress (Halpern, 2005). Organisations embracing work-life integration could result in
reduced stress which can have a positive impact on job satisfaction and increase the overall
performance of the business.

5.7 Employee Well-being
An individual’s work and their working environment have become widely recognised as
contributors to employee health and well-being (Dickson-Swift et ai, 2014; Joyce et ai, 2012).
As globalisation continues to increase, resulting in a greater burden being put on employees
through having to work longer and irregular hours, is ultimately having a negative impact on
the health and well-being of the workforce. It is becoming an increasing strategic focus of
organisations to offer well-being initiatives in order to manage the stress and morale of their
employees. Well-being can be divided up into three principal dimensions: social, physical and
psychological well-being (Khoreva and Wechtler, 2018). For the purpose of the questionnaire
these dimensions were used as a guideline for common well-being options available to workers.
When asked what well-being initiatives were available to them, respondents were asked to
select all that applied. 51% have professional health talks available, 44% can avail of sport or
activity clubs, 36% have on-site activity classes, 42% have a subsidised gym membership, 29%
have flexible hours to allow for physical activity before or after work, 61% have use of
showers, changing facility and lockers, 46% have healthy meal options, 61% have cycle to
work scheme, 21% have well-being ambassadors, while 12% do not have well-being initiatives
available to them. It is important to note however that although well-being initiatives may be
in place, this does not ensure that employees are availing of their options and engaging with
them. This is evident in the findings which highlights 61% of participants have cycle to work
schemes yet 0% answered that they cycle to work. It is difficult to tell the reason for this
disparity, but one can assume that factors such as the suitability of the route to work, and
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whether workers own a bike need to be considered. This is supported by the following
statement:

/ do not engage in cycle to work as the route I take to work is not suitable.

When asked what impacts their decision to engage with well-being initiatives the majority of
respondents answered that time available was a big factor. Statements which support this
finding include:

I do not engage with these - do not have the time for such activities.

!f it's easy to fit into my day or not.

The availability, but also time, I won 7 engage with everything if it impacts my out of
work life, my colleagues are not always the people I would call on the weekends so I
must retain the balance for the social side of work and life also.

It could be assumed that although organisations may be offering well-being initiatives they are
not allocating time for employees to engage with them. As most initiatives would run during
work hours employees may feel discouraged to leave their work to take part. These findings
would also suggest that it is not enough for organisations to just provide well-being programs,
they must follow up with their employees to ensure they are being effective in achieving what
they set out to achieve, how suitable they are to the working environment, and employees level
of engagement with the initiatives. This would suggest that organisations monitoring initiatives
that they offer to their employees could add value through providing real-time data of what
initiatives are proving to be beneficial to workers and which ones are not in order to further
improve their offering.

Another factor which emerged as having an impact on employees decision is was how well
being initiatives are communicated and supported by the organisation. It was reported earlier
that support of management is a big factor in whether employees take up work-life options.
Furthermore, the same reasoning could be applied to the take-up of well-being options. If an
employees' line manager or organisation is not actively encouraging them to engage in well
being, odds are they won’t due to the pressure to complete tasks which engaging in well-being
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initiatives may take time away from. It is this eonfliet between having the time available to
eommit to sueh activities and the requirement to get work done on time which is having an
impact on employees decision. In the end employees will side with what their perfonnance
evaluations are based on. In addition, the lack of support from organisations may also be
reflective of Dickson et al. (2014) suggestion that they are reluctant to implement well-being
initiatives due to the perception that their sole responsibility lies with worker safety and not
worker health, creating a barrier for employees to engage in work-life initiatives. When asked
whether their organisation demonstrates a commitment to their well-being 12% strongly agreed
and 32% agreed with the statement, 24% disagreed and 4% strongly disagreed, while 28%
neither agreed nor disagreed. Of the respondents that agreed with the statement, it could be
possible that their organisation demonstrates a commitment to their well-being because they
provide well-being initiatives, but they may not actively encourage their employees to engage
with them. In contrast, these results represent a large proportion of participants who do not feel
or are unsure that their organisation invests in their well-being. This provides a missed
opportunity for organisations as companies that invest in the well-being of their employees are
now experiencing the benefits as organisational well-being is becoming increasingly
recognised as an important indicator of organisational success through reducing worker stress
and increasing their morale (Baptiste, 2008).

Friedman and Westring (2015) suggest that directing organisational resources into developing
employees’ knowledge of their well-being can effectively increase productivity through
reducing employee stress. Other benefits which have emerged as part of this study include
increased job satisfaction and work-life balance. When asked whether having well-being
initiatives available increases their job satisfaction 80% of participants responded yes.
Additionally, when asked whether the availability of well-being initiatives improve their sense
of work-life balance, 70% of participants agreed with the statement. A reason which can be
associated with these findings include the provision of well-being initiatives effectively assists
employees with the management of their multiple life roles through providing physical, social
and mental support to the workforce. This ultimately helps employees manage aspects of their
personal health and well-being which they would otherwise not have the ability to engage in
outside of work. This may be reflective of Sharma et al. (2016) opinion that employees who
experience high levels of employee well-being are more likely to feel in control of their worklife, resulting in the relationship between their commitment to the organisation and their
performance to be much stronger compared to those with poorer levels of employee well-being.
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5.8 Conclusion
This chapter provided the analysis of the primary research obtained through quantitative
research of a questionnaire and analysed the findings versus the literature. A number of
significant findings have been highlighted surrounding the research topic. The data indicates
that work-life integration has a significant impact on workers job satisfaction, stress and well
being. Furthermore, stress and well-being equally have an impact on workers which shows that
each of the elements of the research question are inter-related and connected. Additionally, the
effect support from managers, or lack thereof, has on workers taking up work-life options was
also discovered. The following chapter, Chapter Six will identify the key findings in more
depth, provide recommendations for future research and practice, and also highlight the
limitations of the study.
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Conclusion
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Chapter Six: Conclusion
6.1 Introduction
This chapter discusses the key findings of the research study arising from primary research.
Specifically, there were key findings in relation to the research question of “what is the
relationship between work-life integration and job satisfaction with regard to stress and
employee well-being” which will be discussed in greater detail. In addition to discussing the
key findings, this chapter will also highlight the limitations of the study and note areas for
future research and practice.

6.2 Key Findings
There are a number of key findings that have been identified from this research study. The
main emergent finding is that work-life integration can have both a positive and negative effect
on job satisfaction. This effect is dependent on whether employees working additional hours is
negatively impacting their personal lives and ability to de-stress. When workers are given the
flexibility to manage their work lives job satisfaction is positively influenced. In addition, the
findings of the study suggest that work-life integration can also positively or negatively impact
stress and well-being. Similar to job satisfaction, when workers feel in control, are given
autonomy in their lives at work and are given the option to engage in well-being initiatives
stress and well-being are positively impacted. Consequently, when the opposite occurs this can
result in a negative effect on stress and well-being.

It is apparent in this study that stress can have a negative impact on well-being. With the
traditional 9-5 working day gone, workers are spending increased amounts of time in the office
or engaging in work-related tasks outside of work. This practice is increasing workers stress,
whether they are aware of it or not, which can negatively impact their well-being through not
having enough time in the day to exercise and de-stress. There are long term health risks
associated with long periods without exercise, both physically and mentally. Additionally,
workers seek flexibility in their lives at work in order to alleviate work pressures in an attempt
to reduce stress and regain control. In contrast, workers increasingly engaging in well-being
initiatives can positively impact stress. Workers experience reduced levels of stress when they
have the time and energy to spend on their physical and mental health which not only positively
influences their overall well-being but also workers stress.
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This study also showed that well-being can have a positive effect on job satisfaction and worklife integration. Employees engaging in well-being initiatives assists them in managing their
multiple life roles through providing physical, social and mental support. This ultimately helps
employees manage aspects of their personal health and well-being which they would otherwise
not have the ability to engage in outside of work. This results in employees becoming in control
of their work and personal life which positively influences their sense of job satisfaction and
work-life integration.

Another key finding which emerged from this research study is the influence of line managers
on employees taking up work-life options and engaging in well-being initiatives. If line
managers are not seen to be supportive of employees engaging with these initiatives then this
discourages employees from taking up same. It is important that managers understand how
their attitudes towards work-life options effect their employees as workers require validation
and support from their managers when engaging in such initiatives.

These findings highlight the inter-relationship of the different elements of the research
question. Central to this relationship is the impact work-life integration can have on workers
job satisfaction, stress and well-being. The concept of work-life balance is no longer applicable
as there is a clear lack of separation between workers personal lives and their working lives.
With this new ideology and evolution of the term to work-life integration comes a greater
responsibility for organisations to provide support and facilitate the demands of their
employees. These findings highlight the requirement of organisations to implement work-life
options correctly and take into account the needs of their employees in order to assist them in
effectively managing their multiple life roles which can positively influence workers job
satisfaction, stress and well-being.

Further to highlighting the key findings of this research study, various limitations have been
identified.

6.3 Limitations of the Study
There were some noted limitations in this study, the first being time constraints. When carrying
out the primary research, questionnaires were distributed widely in order to gather
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generalisable data. Utilising a web-based questionnaire meant that it was easy for participants
to ignore or not fully complete. This resulted in having little control over the collection of
responses and ultimately the ability to follow up on responses. Although the response rate was
high, 21 participants did not complete the whole questionnaire. Reasoning for this could be
justified in that participants saw no value in taking the time to complete it or may not have had
the time to complete it once started.

Time constraints also meant that some areas of research were not developed to their fullest
extent. Specifically, the availability and usage of the cycle to work scheme, and the effect
culture, work environment and lack of training have on workplace stress were noted findings
and would have benefited from a longer-term study. Additionally, the duration of this research
spanned five months, which was necessary to satisfy the demand of the course. This meant
however, that the time required to complete the study had to be used efficiently and processes
such as multiple survey points or interviews were not feasible.

Another limitation of the study is that there was particular concentration on the Irish market.
The research findings are based on one type of national culture, beliefs and values. This could
limit the generalisability of findings as this study focused on participants working within Irish
organisations rather than a comparison to organisations in other countries or cultures.

Based on the limitations that have been highlighted recommendations for further research and
practice have been identified.

6.4 Recommendations for Research
There are a number of contributory factors that highlight a requirement for further research
surrounding the topic of work-life integration.

With regard to primary research, in particular the questionnaire, it would be beneficial to
undertake this process on more than one occasion. As a recommendation, one questionnaire
could be completed by employees and repeat the same questionnaire with managers in order to
gain different perspectives towards work-life integration and its impact on workers.
Additionally, research could be conducted across cultures to gain an understanding of different
attitudes to work-life integration. It would also be recommended to, in addition to
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questionnaires, eomplete struetured interviews in order to gain a deeper understanding of the
reasons behind answers reeeived during the questionnaire and to limit the oeeurrenee of non
responses.

Part of the researeh in this study looked at faetors that eontribute to workplaee stress. A wider
study looking at how organisational eulture, work environment and training impaet employee
stress would be benefieial in order to gain an understanding of how factors other than workload
impact employees and how this can effectively be alleviated.

Additionally, as well-being is a growing trend in modern organisations, it would be of value to
investigate the effectiveness and implementation of well-being initiatives such as the cycle to
work scheme and encouraging health checks. Observationally, employees route to work is
having an effect on their ability to engage with this initiative, it should be examined whether
there is an alternative way of encouraging employees to cycle to work, whether this type of
initiative is an appropriate option given the infrastructure of our roads, or whether there is a
different type of initiative that can be offered which achieves the same objective. Additionally,
given the importance placed on health in society today and on attending regular check-ups,
further research should explore how organisations can encourage their employees to go for
their health checks and the importance of it in the modern workplace. Furthermore, how
organisations communicate well-being initiatives to their employees and the extent to which
they encourage them to engage with such initiatives should also be examined.

An extension of the research findings in this study is also possible through the research being
carried out over a longer period of time to eliminate time constraints and validate the research
findings. Further research would be beneficial to explore the extent to which work-life
integration impacts workers ability to de-stress to further understand its impact on family life
as well as productivity. The effectiveness of the implementation of different work-life options
and their attractiveness to workers to engage with would also be a worth-while endeavour to
give an insight into the flexible options which provide the most benefit for the organisation and
the individual.

Additionally, investigating different demographics such as parent households, non-parents,
career level and age would help to understand the need for and uptake of work-life options. A
study on the impact taking up work-life options has on career progression would also be of
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significance. The career progression of those who engage in work-life options and those who
do not would need to be compared and analysed, as well as the accessibility to promotion. This
would offer insight into organisations true attitude to providing work-life options and provide
transparency of the effect engaging in flexible working have on employees’ career progression.
An exploration of how the work itself and whether workers finding meaning in their roles gives
them a sense of job satisfaction could be a potential area for flirther research.

A wider interview process to include representation of different categories of employees as
well as different industries would give a more in-depth analysis of the topic. The research for
this study was limited to evaluating employees and industries in general, however there is scope
to take the learnings from this and analyse its applicability to specific industries.

In addition to recommendations for further research, recommendations for practice have also
been identified from this study.

6.5 Recommendations for Practice
Work-life integration can be a negative practice when it is weighted too much in one direction.
If employees are working too many additional hours outside of work or continuously staying
late to get tasks done resulting in increased stress, then this is going to negatively impact both
the individual and the organisation. Similarly, if employees are using their flexibility to an
extent where they are absent with permission then there is no return on investment for the
organisation as they are not working towards achieving the goals of the organisation. It is
important that organisations strike a balance between meeting the needs of their employees,
and employees meeting the needs of the organisation.

Many organisations have resisted the implementation of formal policies surrounding work-life
options. While this is understandable given the nature of informal flexibility, the uncertainty
regarding the availability and accessibility of such options needs to be addressed in order to
provide clarity to workers. It is recommended that appropriate guidelines be implemented and
communicated to employees within organisations to set out how workers can avail of worklife options. Human Resources (HR) also play a vital role in supporting workers taking up such
options, as well as educating managers and offering direction to enable them to further support
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their employees. HR should be the point of eontaet for queries relating to work-life options as
well as ensuring they are effectively communicated to employees.

The findings in this study indicate that organisations are turning a blind eye to the additional
hours being worked by employees. Organisations have a duty of care to their workers and a
responsibility to monitor the working time of employees to prevent them experiencing burnout
and to ensure they are taking time off to de-stress and engage in life activities. Systems should
be in place to monitor and govern the use and allocation of overtime hours. This would result
in a compromise between workers having the option to work additional hours but doing so in
a mutually beneficial and healthy way.

It is also suggested that it would be appropriate for organisations to regularly review their well
being initiatives to ensure their effectiveness. Monitoring the implementation of well-being
initiatives would add value by ensuring they are proving to be suitable and beneficial for
workers. HR must also champion the idea of engaging with such initiatives and actively
encourage employees to take up well-being through educating the benefits to managers and
being a point of contact for support and training in relation to well-being.

6.6 Conclusion
The findings of this research study are relevant for researchers and practitioners, in particular
those who are involved in the development and implementation of work-life and well-being
options. The concept of work-life integration is still relatively new and is therefore somewhat
misunderstood. This can lead to organisations underestimating the importance of it in terms of
creating a working environment which strives to provide a safe and healthy working
environment for their employees. The findings highlighted in this study emphasise to
organisations that there is something they can do to combat the negative effects associated with
working late hours or working while off the clock. Work-life integration can positively impact
employees if implemented correctly and if they are given appropriate options which help
reduce their stress and assist them in managing their well-being.
This study is equally relevant for employees to highlight how engaging in work-life integration
can either have a positive or negative impact on their overall well-being if it is weighted too
much in one direction. It raises awareness of how without realising, our way of working is
impacting our health. In addition, it is not solely the responsibility of employees to manage
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this, but it is also the responsibility of their organisation to support them in managing their
work and personal lives.
The findings also demonstrate how understanding work-life integration and facilitating
employees engaging in same can add value for the organisation as well as benefit the
individual. It is through this mutual understanding that a happy and productive workforce can
be formed.
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Appendices
Appendix 1: Questionnaire
This questionnaire has been produced for the purpose of a research dissertation that is being
completed for a HR Masters course. All information gathered will be held on file as per data
protection requirements and will be confidential for the purpose of research material.
Information will not be passed on to a
party.
Thank you for taking the time to complete this.
Ql. Which industry do you work in?
Retail
Finance
IT
HR
Marketing
Healthcare
Education
If other, please state
Q2. How many hours do you work per week?
Less than 20 hours
20-30 hours
31 -40 hours
41 + hours
Q3. Are you familiar with the term work-life integration?
Yes
No
Q4. Do you engage in any of the following work-related activities outside of work? (Tick
all that apply)
Check emails
Make/receive calls
Perform general work-related tasks
Other, please state
Q5. Does this affect your ability to de-stress when outside of work?
Yes
No
Q6. Do you work additional hours outside your basic working day? (For example, on
work-related projects, reports etc)
Yes
No
Q7. Do you think that additional working hours are discouraged in your organisation?
Yes
No
Additional comments
Q8. If yes, how is this communicated to employees?
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Q9. Have there been times where you haven’t been available for a family event or
situation when it arose due to work?
Yes, please explain
No
QIO. Have there been times when you were unable to fulfil a social engagement due to
working late hours?
Yes, please explain
No
Qll. Does your organisation have formal work-life options in place?
Yes
No
Q12. If Yes, which of the below work-life options are available to you? (Tick all that
apply)
Work from home
Compressed Hours (working basic hours in less days)
Informal flexibility
Exercise access
Childcare services
Paid leave
Unpaid leave
Additional training/education
Other, please state
QI3. Do you believe that the availability of work-life options has a positive impact on
employees?
Yes
No
Additional comments
Q14. If yes, in what ways do you believe the availability of work-life options can impact
the employee positively? (Tick all that apply)
Increased job satisfaction
Increased well-being
Reduced stress
Other, please state
Q15. Do you think that your line manager supports employees taking up work-life
options?
Yes
No
Q16. If No, would having the support of your line manager encourage you to take up
work-life options?
Yes
No
Q17. Are there additional work-life options that you think your employer could
provide?
Yes (please state)
No
Q18. How important are work-life options to you in the workplace?
Very Important
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Important
Not very important
Not at all important
Q19. Outside of formal work-life options, does your company support informal
flexibility in your life at work? (eg for doctor’s appointment, for staying home for few
hours to look after sick child etc)
Yes
No
(please explain)
Q20. Are you satisfied with the opportunities you have for informal flexibility as
referred to above?
Yes
No
Q21. Does having this type of informal flexibility in your work-life give you more job
satisfaction?
Yes
No
Additional comments
Q22. How would you rate your level of job stress?
Mild
Moderate
Severe
Extreme
Q23. What are factors that contribute to your stress at work? (whether that stress is
mild or extreme)
Q24. Does workplace stress have an impact on your health?
Yes, please explain
No
Q25. In what ways do you believe workplace stress can be alleviated in your
organisation? (Tick all that apply)
Support from management in terms of family responsibilities
Availability of work-life options
Support from management in terms of informal flexibility
Availability of well-being initiatives
Other, please state
Q26. How do you mainly travel to and from work?
Public transport
Car
Walk
Cycle
Q27. Are any of the following well-being initiatives available to you? (Tick all that
apply)
Talks on physical health, healthy eating, mental health by professionals
Sport or activity clubs
On-site activity classes
Subsidised gym membership
Flexible working hours to allow for physical activity before, during or after work
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Use of showers, changing facilities or lockers
Healthy meal options
Cycle to work scheme
Well-being ambassadors
Other, please state
Q28. What impacts your decision to engage with well-being initiatives?
Q29. Does having well-being initiatives available in the workplace improve your overall
job satisfaction?
Yes
No
Additional comments
Q30. Does having well-being initiatives available in the workplace improve your sense of
having work-life balance?
Yes
No
Additional comments
Q31. What aspects of your work-life provide you with a sense of job satisfaction?
Q32. Please rate the extent to which you agree or disagree with the following statements
Strongly agree, agree, neither agree or disagree, disagree, strongly disagree
a) I am satisfied that my organisation supports me taking up work-life options
b) My organisation does an excellent job of keeping me informed about work-life
options available to me
c) 1 am satisfied that I have the opportunity to apply my skills and abilities in my Job
d) I am satisfied with the investment my organisation makes in my training and
development
e) I believe engaging in work-life initiatives will not have a negative effect on my
professional development
0 My organisation demonstrates a commitment to my well-being
g) I believe engaging in work-life initiatives reduces my level of Job stress
h) I am able to make decisions affecting my work-life
i) I am rewarded for the quality of my efforts
J) Overall, I am satisfied with my Job

Q33. Are you Male or Female?
Male
Female

Q34. Which age bracket do you fall in to?
18-25
26-33
34-41
42+
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Appendix 2: Reflective Journal

Introduction
This is a brief account of research undertaken for a dissertation, What is the relationship
between work-life integration and job satisfaction with regard to stress and employee well
being, submitted to Cork Institute of Technology in 2018 for the degree of MA Human
Resource Management.

Choosing the Topic
Along with the rest of my masters class 1 researched and wrote my dissertation from January
2018 - June 2018. However, we had to choose a topic for this dissertation months earlier. For
inspiration we were advised to look at previous dissertations in CIT library. On reflection, I
guess in the back of my mind I always wanted to research something to do with flexible
working or work-life balance as it was a topic that appealed to me right from the beginning. I
came across a dissertation on the topic of flexible working which mentioned work-life fusion.
The past student who wrote this dissertation was also a speaker at one of the first seminar series
in which they spoke about this new phenomenon and which piqued my interest even more.
Upon speaking with our course co-ordinator, I was informed that work-life balance was dead
and buried and it was this idea of work-life fusion or work-life integration that was becoming
the new trend in the working world. Therefore, I chose to research work-life integration.

Having chosen the topic of work-life integration I then had to decide what angle I was going
to take on it. Job satisfaction immediately came to mind, maybe from having previous jobs in
which I had no job satisfaction, and which provided minimal flexible working options
influenced this decision. 1 can only assume that it was my own genuine interest and wanting to
develop my understanding of the topic that made me choose to research job satisfaction.

I thought researching these two topics would be enough and that I had my dissertation topic
picked out. However, again having spoken to our course co-ordinator it was brought to my
attention that I may need to dig a little deeper in order to be able to write a full dissertation.
Looking back, she was completely right. It was in these initial discussions that the topics of
stress and well-being were brought up. Both were hot topics in the workplace and worth
researching so I decided to research the two of them. I can see now that had my course co
ordinator not mentioned researching multiple topics I would not have come to the same
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realisation. Once I started my lit review 1 found that I had a genuine interest in researching how
stress and well-being affected workers. From there my dissertation topic became ‘What is the
relationship between work-life integration with regard to stress and employee well-being.’
Having my dissertation topic approved I felt hopeful about my plans and looked forward to
developing a deeper understanding of my research topic.

On reflection when choosing our dissertation topics those meetings with our course co
ordinator were of great benefit. I had never written or even done the level of research required
for a dissertation before so getting advice from someone who had extensive experience of
conducting academic research really helped me a lot. Also having someone to bounce ideas off
of and who could bring a fresh perspective made the beginning stages of the process that bit
easier.

Expectation of Dissertation Process
Going into this masters 1 did not know what to expect from the dissertation process. It was a
new experience that 1 was honestly very anxious about. One thing that was emphasised to us
right from the beginning was that if you start it straight away, keep tipping away at it during
the semester and communicate with your supervisor then it is possible to get it done before
supervision ends. This imparted wisdom made it seem possible to complete it in five months,
especially having been told that past students managed to do it. With this knowledge 1 was
determined to complete my dissertation by the end of June. In those early days I may have been
a bit naive as to the level of work that had to go into writing the dissertation and also the
workload required from our semester modules. 1 learned pretty quickly that juggling the two
was not going to be an easy feat.

My Experience
The thought of researching and writing a dissertation was really daunting especially when we
were told that we only had five months to research and complete it. There were feelings of both
determination and fear. One minute I would believe that it would be no problem I could do it
and the next it would be panic thinking there wasn’t enough time. There was a lot of back and
forth of emotions throughout the process.

As supervision did not start until semester two, in semester one our primary focus was to decide
on our topic and start writing our literature review. At this point the actual writing and
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researching of the dissertation was in the distant future and therefore not at the forefront of my
mind. Maybe this was a good thing as it was easy to get caught up in thinking about the ‘what
ifs’ rather than focusing on the task at hand.

The first step was to write our lit review and we had a module called Research Methods to help
us with this. This module was my saving grace. Referencing was not my strong suit at the
beginning of the masters but having been taught how to reference properly in this module it
became second nature and referencing w^as no longer a daunting experience. It was in this
module that I also learned how to do a literature review and that although they could be time
consuming 1 surprisingly enjoyed writing them.

When semester two began I was ready to hit the ground running with the dissertation. It was
quite difficult during this semester to find the time to work on it as we had six modules which
demanded a lot of our attention. Looking back however, although it was challenging at times 1
believe 1 managed to juggle the two quite well. 1 tried to keep on track with my dissertation
and not forget about it by scheduling time to work on it. Having two weeks off at Easter also
provided some relief and allowed me to dedicate time to writing it without having the
distraction of lectures and other academic responsibilities. Overall, 1 learned that during this
process 1 persevered and motivated myself in order to achieve my goals.

One of the most difficult aspects of the dissertation for me was the writing of my questionnaire
questions. As I was only doing questionnaires I felt a lot of pressure to ask the right type of
questions in order for me to be able to pull relevant data and draw appropriate findings. During
this process I struggled with trying to predict what people's answers would be and whether I
would be able to tie together the four aspects of my research question. My supervisor was a
great help to me during this time by providing guidance and reassurance. From this experience
I have learned that when conducting primary research especially questionnaires, it is necessary
to not overthink and doubt yourself but to let the research speak for itself I have also acquired
valuable primary research skills which will stand to me in my future career.

Another aspect which proved particularly difficult was getting participants to fill out or finish
my survey. Although I received a lot of responses, some respondents did not finish the survey
and I did not receive the amount of responses 1 set out to. I was a little disappointed by this,
however this is a common occurrence when using questionnaires as a research method.
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Ultimately it had no effect on my dissertation and of the responses I did receive I was able to
pull relevant findings. Overall, I am satisfied with my decision to use questionnaires and can
look back with no regrets or doubts.

I felt one of the positives of using questionnaires as my research tool was being able to access
multiple perspectives from various backgrounds which would not have been possible with
using solely interviews. This allowed me to generalise my findings and to gain a better
understanding of my research topic.

During the writing of my analysis chapter it was necessary for me to provide a clear and
understandable analysis of my findings to the reader. Bringing reasoning and logic to the
analysis of my findings I now realise is a skill that will help me in solving more problems in
my future professional life. I not only added to my academic knowledge throughout the course
of my research but I also on a personal and professional level have greatly benefited from my
dissertation experience through improving my time management and organisational skills.
Specifically, as the research process required extensive preparation and planning for each stage
and in order for it to be conducted in an organised manner. Initially challenges arose during the
primary research phase but I was able to overcome them and complete my dissertation in the
required amount of time.

Supervision
The positive role of the dissertation supervisor must be stressed as they offered valuable and
practical advice in order for me to deal with issues or uncertainties that arose at different stages
of the research process. On refection, without my supervisor the dissertation process would
have been much more difficult and would have been filled with self-doubt. Having someone
to provide expert advice and even just to offer reassurance at different stages made the whole
experience so much easier and the process go smoother. I can see now why the importance of
having regular meetings with your supervisor and to communicate with them was emphasised
so much to us at the beginning.

One thing about supervision I did find challenging was the fact that it did not start until
February. I felt that this delayed the process as it was tough to dedicate time to it once college
started and the assignments started pouring in. Had supervision started in January the writing
of the literature review could have been completed and initial organisation of primary research
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could have been done. This was something that plagued my mind during the semester when
the stress from juggling the two was mounting. I can see now however, that although this would
have eased the workload the experience allowed me to improve my skills and work under
pressure which is necessary to be able to do in the working world. Sometimes what might seem
like the best solution is not always the most feasible or realistic and was a valuable lesson to
be learned from this.

Recommendations
Overall my dissertation experience was a positive one simply because I had a genuine interest
in the topic I was researching and looked forward to analysing my results and piecing it all
together. I also kept on top of it during the semester and once the semester was over I put a lot
of effort into completing it before supervision ended. This is something I would recommend to
anyone completing a dissertation. It may seem like the most difficult task in the world and
looking back I thought the exact same thing, however it can be done as I proved to myself It
may be difficult to give a lot of time and energy to it during the semester but once the semester
ends do not let it slide. If you keep up the momentum and continue to meet with your
supervisor, the process will go a lot smoother. I would also recommend meeting or
communicating with your supervisor regularly even if this is just to touch base. They are there
to provide support and guidance so use them.

Conclusion
While reflecting on the experience of writing a dissertation, I came to realise that I enjoyed this
process, at least most of it. I now better understand the different aspects of my research question
and I know that I can take this knowledge and apply it in my future career. Although it was
difficult at times 1 enjoyed the research and the writing and found that the work was much more
manageable than I first thought it would be. Looking back this experience has been of great
benefit to me as I now feel much more confident in my writing abilities and in my research
skills. Overall, I feel that this masters and dissertation has been a very valuable and enjoyable
experience. It was a lot of hard work, but I am proud of the result.
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